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WORKSHOP ATTRIBUTES AS PREDICTORS OF EFFECTIVENESS
FOR INSERVICE EDUCATION OF
SCHOOL ADMINISTRATORS

Wayne Richard Robbins, Ed.D.
Western Michigan University, 1973

The study was designed to investigate in a field situation the
effectiveness of workshops as an inservfc'e education delivery system
for -educational administrators.

In addition, the extent of job

behavior change resulting from workshop experiences was determined.
The sample used in this study consisted of seven workshops
presented by various institutions in Michigan to educational admin
istrators.

The total number of workshop participants was 313.

The

workshops were held during 19 72-73.
The Workshop Effectiveness Questionnaire (W.E.Q.), developed
by the investigator, was the instrument used to gather data and was
administered on a pretest, post test basis.
The data analyses consisted primarily of frequency distributions,
correlation coefficients, and a series of profiles constructed from
mean scores on importance, presence, and effectiveness scores taken
from the fifty-one predictor items of the W.E.Q.
Data were analyzed to respond to four research statements and
the findings from biographical data.

The biographical data provided

immediate feedback to workshop leaders.

The findings indicated that

workshops are an effective delivery system for the inservice educa
tion of educational administrators.

The research revealed that the
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majority of participants did not produce a job behavior change as
a result of the workshop experience.

A list of items important to

workshop effectiveness was compiled.

The findings also indicated

a close relationship between predictor items perceived as important
and the presence of that item.

To determine the persistence of

responses between pretest and posttest, a profile was constructed
which indicated a high degree of persistence of responses between
the two tests.
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CHAPTER I

THE RESEARCH PROBLEM

Introduction

The factor most influential in the decision to undertake this
study was the perception that the pace of obsolescence of previously
learned skills and understandings dictates a need for effective
delivery systems for promoting leadership within contemporary sys
tems.

One popular delivery system is the workshop.

To determine

its effectiveness as a viable disseminator and change agent is the
major goal of this study.
Our society is being transformed by changes which affect every
aspect of our lives:

how we live, what we eat, what we wear, how we

feel both mentally and physically, what we value, our choice of edu
cation, and so on.
obsolescence.

These changes leave in their wake the litter of

As suggested by Pharis (1966), even our view of obso

lescence is changing.

We once viewed obsolescence as something which

assailed things.

Now we recognize that a person's expertise can also

become obsolete.

Human obsolescence occurs in two major ways.

first is when the job the man does is no longer needed.

The

Secondly,

the jobs are not eliminated but are changed to such a degree that
the skills once sufficient for the job are no longer adequate.
Change and obsolescence also occur in educational leadership.
The need for fresh and continuing education of the educational

1
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administrator is just as real and important as the need in private
enterprise.

The future depends upon creativity; meaning the ability

to arrange old knowledge into new wisdom, to change old habits into
new modes of conduct, to direct old organizations into more meaning
ful and useful ends, and to see ourselves in new roles of educational
leadership.
Fortunately, financial resources are being expended by individ
ual educators and educational institutions to support the continuing
education and renewal of educational administrators.
is attendance at workshops.

A common avenue

Therefore, the workshop was chosen as

the

focal point of

this study.As a delivery system, the workshop

has

been available

to a majority of educational

administrators.As

an effective change agent, very little has been accomplished to
provide cost/effective information.
defense of workshops.

Much has been written in the

For example, Nissman (1971) writes:

The workshop is a regularly conducted training session
through which innovations
and advancements are conceived,
nurtured, and developed.
It is, in short, the peda
gogical incubator and hatchery (p.l).
Although they appear to be providing a meaningful service,
little data have been accumulated to substantiate this claim.

Nissman

(1971) suggests that the success of the efforts of those who labor
during attendance at a workshop should be measured by how well their
work has been translated into and/or implemented into actual prac
tice.

Such a translation assumes that participant growth in under

standing eventually leads to change in behavior.
As is true for all educational practices, the workshop should
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be responsive to new modes of instruction.

According to studies made

by Amidon and Flanders (1963) common to all professional growth
programs is the underlying assumption that instructional service can
be improved.

Instructional improvement typically requires a change

in process.
This investigator believes that accountability schemes for
educational administrators necessitate the formulation of systematic
and effective means of prompting changes in their behavior and
attitudes.

For example, the dynamics of working groups, the sociology

of organizations, the psychology of communication, and relationship
these of various administrative processes have all been subjected
to study.

Administrators need to know and learn skills to use the

knowledge gained from such studies.

Workshops and seminars serve

as one popular source of new knowledge and skills.
The dual thrusts of this study were:

(1) to determine to what

extent selected workshop process variables, called predictors in
this study, are deemed important to participant involvement, and
(2) to correlate variables deemed important with perceived behavior
change, called products in this study.

Purpose

A review of the literature implied that the majority of work
shops do very little, if
product.

any, evaluation of either process or

Again, process refers to the methods used in presenting

materials and ideas, and product refers to the intended outcomes of
the activity.
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The rationale for this study was that the effectiveness of
workshop programs must be systematically evaluated in terms of
change on the part of participants to continually improve their
quality and to justify their existence.

Alternative schemes for

imparting the skills and understandings presently transmitted by
workshops were not considered.

Rather than a comparative study of

alternative schemes, this study focused upon appropriate feedback
to improve the workshop approach.
The following statements and related questions represent the
intent of this study:
Statement One:

To determine workshop effectiveness through

the use of selected process predictors.
1.

Which workshop predictors have a significant effect upon

2.

What are the specific predictors, that, when present,

program effectiveness?

produce more effective workshops, as perceived by educa
tional administrators?
Statement Two:

To determine the degree of perceived job

behavior change that results from the workshop experience.
1.

How do educational administrators perceive workshop
experiences as effecting behavior change?

2.

How do educational administrators perceive the process
of workshop experiences as being an effective means of
changing job behavior?

Statement Three:

To construct a list of process predictors,

indicating their effect upon workshop experiences.
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1.

What are the workshop predictors perceived as most
important by educational administrators?

Statement Four:

To report the differences between the amount

each process predictor was present in the workshop experience and
the perceived importance of each predictor.
1.

What is the relationship between the amount a predictor
is present and the relative importance of the predictor?

For the purpose of this study, educational administrators are
defined as any member of an educational institution's professional,
certificated staff who perform administrative duties.
A workshop is defined herein as an organized activity, planned
deliberately for the primary purpose of improving the professional
knowledge and competence of an individual.

The term "workshop" is

considered synonymous with terms such as institute, conference,
inservice program, and seminar.
The universities, intermediate school districts, education
associations, and other agencies are attempting, through extension
service programs, to renew and revitalize educators via a variety
of workshop programs.

Implications

The following are implications of this study:
1.

If the diffusion ofchange serves as an indicator

of the

true effectiveness of workshop programs, follow-up studies
of workshops should
2.

serve for their improvement.

The success of this procedure and the instrumentation used
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may be utilized by those presenting workshops to improve
organization and participant involvement.
3.

The significance of specific predictors will assist
planners in using check lists to assure proper planning
and implementation.

4.

Information provided as to what administrators in the
field consider as important and not important predictor
items may assist workshop leaders in future planning.

5.

Criteria found important to workshop effectiveness may
influence administrative decisions in determining if a
given workshop experience is worthwhile for them or their
staff.

Overview of Chapter Two

Chapter Two of this study is divided into four sections.
the purpose of workshops will be discussed.

First,

Second, the process of

planning for effective workshops will be investigated and summarized.
Third, evaluation procedures and historical influences of workshop
evaluations will be reviewed.

The fourth and final section will

present and discuss the research model that influenced the direction
of this study.
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CHAPTER II

RELATED LITERATURE

Introduction

Specific topics to be discussed in this chapter are:

the

purposes of workshops, techniques used in workshop planning, evalua
tion procedures and the need for evaluation, and the research model
influencing this study.
Although many writers have discussed various components of
workshops, no writing was found that presented a systematic com
pilation of current trends, either theoretical or operational,
used by the experts in the field.

Thus, the following review was

completed to compile separate writings into a basic foundation for
this study.

Purposes of Workshops

One of the predominant methods of updating educators in the
field is through workshops.

Having a valid purpose for planning a

workshop experience and knowing what that purpose is, is the first
step to consider.

Several viewpoints are presented within the

following pages.
Pharis (1966) listed four purposes of workshops:
1.

Continued learning:

The deliberate effort to translate

the knowledge, understandings, and generalizations of

7
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pre-service programs into successful and constantly
improving professional practice.
2.

Remedial function:

Helps to fill in the gaps inevitably

left by pre-service programs.
3.

Keeping pace with change:

Keeping abreast of new proposals

and their educational implications.
4.

Increased efficiency:

Increase of one's efficiency in

handling the day-to-day functioning of schools.
The "three skill approach" advanced by Katz (1955) presents a
theoretical framework for examining the purpose of inservice train
ing efforts.
1.

These skill approaches are:

Technical skills:

An understanding of, and proficiency in,

a specific kind of activity, particularly one involving
methods, processes, procedures, or techniques.
2.

Human skills:

The administrator's ability to work effec

tively as a group member and to build cooperative effort:
within the team he leads.
3.

Conceptual skills:

The ability to see the enterprise as

a whole; it includes recognizing how the various functions
of the organization depend on one another, and how changes
in any one part affect all the others.

It also includes

the ability to recognize the permutable relationship that
exists between an organization and the society which
supports it and to keep the organization serving the needs
of the society.
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Technical skills are the basis for both preparation programs
and on-the-job performance.

They include everything from maintenance

to lunch programs, from field trips to fire drills.

They include

record keeping, making schedules, the selection of textbooks and
materials, and school organization.
Pharis (1966) stated that as we analyze our roles, most of our
attention has been given to technical skills.

This is not surprising

because this is the area of greatest emphasis in most preparation
programs.

But if an administrator spends all of his time and effort

on these tasks he is operating only at the first level of operation.
Many writers distinguish between "administrating" and "leading."
The administrative function would encompass the technical skills
while the leading function would include the human and conceptual
skills.

Boles (19 71) defines an administrator as a person who puts

into effect policies and rules of an organized social system and a
leader as a person who takes initiative to assist a group to move
toward production goals that are acceptable, to maintain the group,
and to dispose of those needs of individuals within the group that
impelled them to join it.
If we accept the previous statements then we must conclude that
the greatest need and therefore the greatest purpose of workshop
programs is to present programs that will develop the human and
conceptual skills of participants.

This is not to imply that the

technical skills can be forgotten, for they too need constant
upgrading.
In recent years much attention has been devoted to the human
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skills.

This could be an indication that we acknowledge and

appreciate the human component of our task.

We recognize that an

organization is composed of individuals working with things and with
each other.

Too much of our concern with human skills has been

devoted to what Sayre (1965) termed "the happiness index."

How

happy and contented are the teachers, the custodians, the hot lunch
cooks, and the fourth graders?

Is our primary task to provide a

happy, secure, warm nest for those who work in the schools?

Schulz

(1967) answers this question by stating that happiness is not some
thing that can be identified, pursued, and captured.
goal, it is a by-product.

It Is not a

Our efforts in human relations must be

far broader than keeping tabs on the happiness index, states Pharis
(1966).

It would seem that a first step in doing a better job in

the area of identified human skills would be to consider and
rearrange our perception of our role.

If we accept teachers and

other subordinates as professionals it changes our view of our super
visory role.

We then become concerned with creating a climate in

which we help a teacher to fulfill the best that is within his
ability to achieve, and this demands a much greater proficiency in
human skills.
Workshop programs for educational administrators might well
devote considerable attention to a study of what social scientists
know about the nature of people and what this knowledge means when
translated into educational situations.
If technical skill is dealing with things and human skill is
dealing with people, then conceptual skill is dealing with
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abstractions.

There are many ideas of what the qualities are that

relate to conceptual skills.

It is not difficult to find symptoms

of good and poor use of conceptual skill in education.

While we are

not entirely subject to conscious control, it is legitimate to
suggest that many of our inefficient and ineffective actions are due
to our limited conceptual skills.

Conceptual skills involve the

ability to see what is, however immeasurable, and the ability to
predict what will happen as a result.

Conceptual skill is the

possession of and the utilization of intelligence.

Intelligence

depends heavily on heredity, but utilization of intelligence is
dependent upon environment.

Pharis (1966) states that it is rather

questionable that any inservice program can be devised which will
turn the village idiot into the village oracle.

But it is possible

to plan experiences which will assist an intelligent educational
administrator in functioning more effectively.
As stated by Cunningham (1965), conceptual ability permits
administrators to see their problems in broad perspective, human
skills enable administrators to act upon their conceptual bases,
and technical skills are the translations of conceptual and human
skills into improved educational opportunities.
Katz (1955), in advancing his three-skill approach, reports
that a practicing administrator needs all three skills.

The position

or the situation may demand more of one skill than another but
administrators must be proficient in all three.

By developing

proficiency in all three skill areas, the educational administrator
can become an educational leader.
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Many school administrators are using workshops to meet specific
goals in the orientation and training of the professional staff.
Steig (1969) suggests that no method yet devised accomplishes the
task with greater efficiency and flexibility than does a properly
organized workshop.
Four principal characteristics of workshops are presented by
Diederich and Van Tel (1945).
1.

These are:

The activity of a workshop is based upon the problems,
needs, and interests of the participants.

2.

Each participant is expected to do something about his
problem or group project.

3.

A workshop must exemplify the principles of democracy.

4.

A workshop does not evaluate its members.

The members

evaluate the workshop.
Prall and Cushman (1944) define the purpose of workshops as
being intensive consideration of practical problems that have become
apparent through the daily functioning of educators, flexible and
informal atmosphere, active interaction by participants in developing
plans for individual and group study, and the utilization of a wide
range of resources.
Considering the purpose of workshop experiences, one should
consider, too, the broad purpose of education.

Gardner (1958)

summarizes this thought in his statement:
What we need first of all is a conception of individual
development which far transcends any popularly held idea
of education.
Education in the former sense is only a
part of the society's larger task of abetting the indi
viduals intellectual, emotional and moral growth. Learning
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for learning's sake is not enough. What we must reach for
is a conception of perpetual self-discovery, perpetual
reshaping to realize one's goals, to realize one's best
self, to be the person one could be [p. 1].
In summary, the workshop is not a means of breaking away from
routine or an excuse for "leaders" to acquire additional income.
Having a valid purpose and then exhausting every means to develop
a meaningful delivery system is paramount to the success of the
program.

For workshop experiences to be effective in meeting this

challenge, planning must be conducted with the aims, purpose, and
goals of education serving as the cornerstone.
Considering the workshop experience to be one that should
advance the human, technical, and conceptual skills of its partici
pants, the investigator designed the items of the Workshop Effective
ness Questionnaire using the three-skill approach as a theoretical

base.

Planning Effective Workshops

In the final analysis, the effectiveness of a workshop is
dependent upon the proficiency of those planning the experience.
Prior to reviewing several approaches to effective planning, the
following is a summary of three factors to consider before under
taking the planning cycle.

Factors to consider

Efficiency:

Cost does not necessarily determine efficiency.

Thompson (1971) suggested that emphasizing large, costly projects
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because of the availability of money has often produced minimal
output or results.
positive results.

A well-thought-out, low-cost workshop can produce
Through studies of eight low-cost workshops,

sponsored by the National Defense Education Act (Title V ) , Thompson
(1971) postulates that large sums of money are not necessary to
effect positive change.
Multi-session workshops:

The workshop has been widely accepted

as a convenient, potent method for adult education.

Despite its

convenience and advantages the workshop has several disadvantages.
Sirny (19 71) reports some of these disadvantages as being:
1.

Little meaningful evaluation.

2.

Educational content

not applied to "job."

3.

Repeated contact or

follow-up is difficult.

4.

The typical one to three day workshop can give little
attention to the individual needs and differences of
participants.

5.

Group size and time limitations provide little leaderparticipant contact.

These drawbacks become especially critical where new ideas
and/or complex topics involving expertise in procedures, practices,
and techniques are being presented.
As a solution to this problem Sirny (19 71) suggests using the
"Multi-Session" approach.

In using this approach, planners determine

the length of time needed and then spread the sessions over a

longer

period of time, with several days elapsing between each session.
This method resolves many drawbacks of traditional workshops.

For
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example:
1.

Evaluation is conducted at the conclusion of each session.
Concepts that are not clear can be made more meaningful
at the next session.

2.

Application is assured.

Each participant discusses his

success and problems encountered in subsequent sessions.
Learning is applied immediately.

The success of the partic

ipant in implementing change is highly dependent upon the
attitude of his superiors.

Reighard (1968) substantiates

this in his statement:
On the job implementation of the training material
appears to depend significantly on the basic
attitude toward the training program of top man
agement and their support or encouragement of
changes which may be brought about [p. 12].
It would be wise for workshop leaders to include the means for
encouraging top administrators to be receptive of the program when
planning workshop experiences.
3.
4.

Follow-up is provided at each session to encourage retention.
The continuing nature of the workshop tends to provide the
more deliberate learner with an extended period for
assimilation.

5.

The multi-session approach gives each participant greater
opportunity to be in close contact with workshop leaders.

Residential workshops:

Residential programs, those for which

the participants are detached from their normal environment for a
given length of time, lend themselves especially to the development
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of deep understanding when broad aims and multiple goals are explored.
The rationale for residential adult education must depend upon the
extent to which it is consistent with sound principles of learning.
Schacht (1960) lists six unique advantages of residential
workshops.
1.

These advantages are:

Detachment:

The temporary withdrawal from the individual's

normal social milieu allows him a sense of freedom and his
inherent resources of human personality are free to emerge.
2. Change of environment:

If a person can detach himself

from his ordinary environment and live in a new and
different place, he is more able to change.
3. Concentration:

Continuity and concentration of program,

without interruption make it possible to plunge more
deeply into a subject.
4.

Time:

Residential education can be planned so that

absorption, assimilation, integration, practice, and
application can be provided for.

Under these conditions,

changes in behavior are more likely to occur.
5.

Intimacy:

The constant association with other participants

hastens the process of communication.
6.

Community:

The interaction of keen-minded individuals

living together in a large group fosters a mental alert
ness and tolerance of the views of others.
Cobb (1961) in discussing the problems of residential workshops,
writes:
Too frequently, in any kind of residential education for
whatever purpose, the learning experience is sandwiched

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

17
as painlessly as possible between recreation opportunities
irrelevant to the learning, and serving as a come-on for
what amounts to a vacation at company cost [p. 233].
She goes on to say that the whole case for residential workshops
cannot be written off because of their improper use by some.

She

then describes the success of the residential workshops being held
at the Highlander Folk School in Monteagle, Tennessee.
The three questions of (1) Efficiency, (2) Multi-Session Work
shops, and (3) Residential Workshops, precede systematic procedures
in planning the workshop.

These three factors are considered in the

analysis of data collected from the questionnaire used in this study.

Workshop planning

Trecker (1950) defines planning as:
the conscious and deliberate guidance of thinking to create
logical means for achieving commonly agreed upon goals.
Planning always and inevitably sets priorities and calls
for value judgments. The alternative to a plan is no plan
[p. 278].
Many models or alternatives are available in workshop planning.
However, a basic concept evolved.

The importance of planning is not

so much what method is used, but rather, that a systematic approach
is undertaken that will provide the best possible learning experience
to workshop participants.

The following methods are among those

investigated by the writer and considered to be the most useful.
Dekker (1965) suggests that there are two roles that a planner
may play.

One is the role as an administrator, devoting himself to

the mechanical or technical aspects.

It confines his duties to

physical arrangements, finance, promotion, and coordination during
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the workshop.

The second role Is that of "educator-administrator."

The investigator would call this person the workshop "leader."

In

this role, the duties of the administrator are included but extended
to identifying participant characteristics, stating objectives and
goals, directing subject matter specialists in selecting experiences
that will produce behavioral change, and encouraging the use of
effective methods to accomplish the desired goals and objectives.
Dekker encompasses these ideas in the "Workshop Cycle" shown in
Figure 1.

1. Determine the characteristics of
I
the participants.
2.
Participant
Planning
Representa
tive

Coordinate
matters
during
workshop.

Workshop
Coordinator
leader"

7. Promote r-

Faculty
Planning
tive

6. Select and
contract for
facilities.

5.

Determine educational
objectives.
3. Select content
and learning
experiences to
accomplish
objectives and
fulfill needs.

4. Select instruc
tors and leaders
and organize
learning exper-

Arrange for finances.

Figure 1.— The Workshop Cycle
Source:

Dekker' (19 71)
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Dekker defines the elements of the nine point "workshop cycle"
as follows:
1.

Determining the characteristics of the participants:
Participants have a variety of characteristics which
influence the educational considerations in planning.

The

workshop coordinator should design the planning session so
that participant characteristics, such as age, sex, and
present position, are assessed as the committee's first
responsibility.
2.

Determining the educational objectives and outcomes of
the workshop:

During the planning process, the workshop

coordinator is responsible for seeing that the objectives
of the project are clearly stated.
3.

Selecting the content and learning experiences to accom
plish objectives:

Although the coordinator relies heavily

upon the content specialists, he must influence these
specialists to select content and experiences that are
pertinent to the objectives.
4.

Selecting instructors and leaders, and organizing learning
experiences for effective instruction:

The specialists on

the committee, with the assistance of the coordinator must
find the most effective methods to meet the needs of work
shop participants.
5.

Arranging for finances: The coordinator must construct a
budget and determine the source of income for the workshop.

6.

Selecting and making arrangements for physical facilities
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and services:

Included in this step are meeting rooms,

dining arrangements, sleeping quarters, and audio-visual
needs.
7.

Promotion:

This includes the dissemination of information

to those who have an interest in accomplishing the
objectives prescribed by the planners.
8.

Coordinating the workshop during the presentation:

The

coordinator is responsible for assuring that the pre
workshop plans are implemented.
9.

Evaluation of the workshop:

The evaluation can take place

at the beginning of the workshop, at its completion, or at
a latter point in time to determine behavior change, or
combination of the

latter

may be used.

any

This

can be accom

plished in varying degrees of intensity, according to the
desires of planners or persons interested in workshop
research.
This planning involves workshop participants, workshop leaders,
and the workshop coordinator (educator-administrator).
Welden (1966) found that participants who were involved in the
planning of the workshop experiences perceived the experience as
being more effective.

Gessner (1969) stated:

All organizations and/or groups that will be involved in
the program should be represented on the planning committee.
This procedure has the advantage of broadening the base
of people involved [p.45].
Of the many workshops evaluated and/or observed during the
study, only two involved the participants or a representative from
participating groups in the planning process.
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Too often planners avoid specifically stating goals and
objectives.

Knox (1962) implies that we often spend our time in

those areas that are easiest for us and neglect those areas that
produce meaningful results.

He continues by listing five types of

objectives to consider in formulating workshop goals and objectives.
These are:
1.

Non-educational:

Workshops often attempt to accomplish

objectives that are basically non-educational, such as;
a.

Strengthening an association or organization by
increasing membership, changing structure, or a change
in leadership.

b.

Applying pressure on other groups.

c.

Changing a part of the environment.

2. Societal:

More related to educational goals, but deal with

a level too diffused to be evaluated effectively.
3. Group:

In contrast to individual goals, group goals are

related to what an organization would like its membership
to be doing.
4.

Instructional:

The leader works to translate general goals

into more specific objectives relative to the decision of
the planning committee.
5.

Participant:

The best evaluation of an educational experi

ence is the degree to which the individual participants have
changed in a desirable direction.
In a study conducted by Blaney and McKie (1969) to determine
whether knowledge of instructional objectives in adult education
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programs assist the participant in obtaining these objectives, it
was found that the group that was given behaviorally stated objectives
did significantly better on the criterion test than those in the
control group who were given only a general orientation.
Gessner (1969) discusses six steps in planning effective work
shops.
1.

These steps are:
Selection of a planning committee:

Although the best size

of any working group is generally from five to eight people,
all groups that are to be represented in the program should
have a representative on the planning committee.
2. Determine the purpose of the workshop:

The philosophy and

general goals of the workshop should be defined at the
first planning session.
3. Establishing specific objectives for the workshop:

Based

upon the purpose of the workshop and the needs of the
participants, objectives should be designed that can
realistically be accomplished.

Objectives should be

specific enough to inform the participants of what they
are expected to achieve as a result of the workshop.
4.

Select a workshop theme:

This is used to describe or

characterize the subject(s) of the workshop.

The theme

must relate the purpose, goals and objectives of the
workshop.
5.

Determine workshop topics:

Based upon the objectives, topic

areas must be selected that are relevant and planned
learning experiences.
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6.

Determine workshop speakers:

Resource people should

be

selected on the basis of topic knowledge, skill in communi
cation, and their ability to cover the subject.

Once these

people have been selected it is the responsibility of the
workshop committee to provide them with the specific
objectives, who the potential participants will be, and
their probable backgrounds.
The writer believes that a seventh step should be added to
discuss the techniques of evaluation.
According to Chambers (19 71), there are two reasons for poor
results.

Either the planning group did not have all the relevant

information available, or it was unable to treat the available
information in an objective manner, or both.

He believes that the

key figure in the planning process is the "coordinator."

In contrast

to Dekker (19 71), Chambers implies that the coordinator should not
join the group as a member or act as the project leader.

The

coordinator's task is to act as an information collector, or compile
the collection of missing information.

In addition, he must assist

the team in using information to determine strategy for the project.
The implementation of these strategies is accomplished through an
"integrator."

In relation to Dekker's planning cycle, the coordinator

would be responsible for the "administrator" functions and the
integrator would be responsible for the "educator" functions.

The

predominant difference in the two methods is that Dekker believes
that both functions should be accomplished by one person.
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North (1969) promotes the Delphi Method as being the best method
of planning.

The objective of the Delphi Method is to obtain con

sensus within a group of experts, on uncertain matters, by question
ing them several times on an individual basis and providing anonymous
feedback information from others in the group until there is a
convergence of the estimated opinions.

This technique

eliminates

committee activity almost entirely, thereby reducing the influence
of many psychological factors, such as; specious persuasion, unwil
lingness to abandon publicly expressed opinions, and the sheep
hearding effect of majority opinion.

This method was originally

designed to obtain forecasts and not to generate strategic plans.
However, it is a simple matter to apply many of the main features
of the Delphi Method that can result in considerable value in
planning.
Regardless of the decii. .on of "who" to include on a planning
committee, Beckhard (1956) concludes that people should be chosen
who have the following skills and aptitudes:
1.

Creative ideas.

2.

Understanding of the participants' needs.

3.

Familiarity with meeting procedures, to include presenta
tion methods and group processing skills.

4.

Subject matter knowledge and experience.

5.

Skill in getting information from participants.

6.

Accepted as a representative by peers, subordinates, and

7.

Skill in public relations.

superiors.
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Although Beckhard's skill approach is a worthwhile one, this
investigator believes the "who" is important.

It would not be

difficult to consider both concepts when organizing a planning
committee.
Whichever procedure is undertaken in planning workshops, the
factor of ultimate importance is that the process is accomplished
through systematic and objective means with flexibility built into
the process at every step.

As stated by Schon (1967):

The process of planning, which assumes the rational view,
may be useful even though plans are bound to be inadequate.
The formulation of objectives for technical effort provides
direction for the effort and a stimulus for action, even
though the objectives will have to be modified in light of
discoveries made in the process. There is utility in the
formulation of such objectives, provided this flexibility is
allowed and expected; otherwise, they strangle invention.
There is utility in mapping out stages in the development
process and identifying checkpoints along the way, even
though the development plan will require radical revision.
Provided that such revision is not required as a confession
of failure, plans of this sort may give discipline for
evaluation and direction of effort; otherwise, such plans
stand in the way of invention [p. 41].
The planning process discussed in this chapter influenced the
formulation of the evaluation instrument used in this study.

Com

ponents of planning, such as experiences based upon sound goals and
objectives, delivery system procedures, human relations, suitable
physical facilities, participant attitude, exposure and timing,
organizational reinforcement, and participant motivation to change
were considered as vital to the evaluation process.

These "compo

nents" are the major subscales within the evaluation instrument.
Built into the plans of every good workshop should be the means
for evaluating the workshop experience.
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Workshop Evaluation

Through the research review, it was discovered that a great
majority of the workshops presented to educators were either not
evaluated at all, or only in the'Simplest form.

By contrast, the

private institutions studied, including the International Business
Machines Corporation (IBM), the General Motors Institute, and the
American Management Association used extensive programs of evalua
tion for their inservice education programs.
Durston (1968) defines evaluation as follows:
Evaluation in adult education is the process of determining
the extent to which the objectives of a particular educa
tional program have been achieved.
In other words, if
education aims to produce growth and change in people (in
their knowledge, skills, attitudes, and behavior), evaluation
in education aims to assess the extent of this growth and
change which is the outcome of particular educational
experiences [p. 14].

Two points of view about evaluation

Flitter (1971) discusses two opposing points of view, or
philosophies, of evaluation.

Most individuals will probably not be

comfortable at either pole, but rest somewhere in between.
The unitary approach states that any meaningful evaluation
consists wholly of measurements that are universally acceptable.
That even the most complex behavior can be dissected into its compo
nent parts and then be measured with complete objectivity.

Of those

qualities, skills, and abilities for which we have no proven measure
ment devices, those at the unitary pole would conclude, "If there
are no proven devices, do not use unproven ones."

By demanding
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accuracy and reliability, those using the unitary approach are able
to use the evaluations that we do make to compensate for some of the
current gaps in evaluation instruments.

They see the evaluator as

a highly skilled person, able to be completely objective, and whose
analyses are in complete agreement with other highly skilled
evaluators,
Those at the holistic pole see evaluation as having no limits.
They look for operational objectives, but would not discard evidence
simply because it is crude or unproven.

They tend to be skeptical

of statistical evidence in the case of human behavior.

They are

totally flexible regarding the nature of evaluators and evaluation.
Somewhere between these two poles there is practicality.

To

refuse to evaluate because of its complexity provides no information
to reduce uncertainty about level of results.
seen in the concept of planning.
results.

An analogy can be

If we plan well we expect effective

If we do not achieve effective results we should re-cycle

the planning phase, always striving for optimum success.

By evalu

ating we provide objective feedback for the re-cycle phase of plan
ning and by continually improving upon the evaluation procedure we
increase our assurance of reaching the goal, "an effective program."

Evaluation procedure

In discussing "who should evaluate," Knowles (1970) stresses,
depending upon the type of program to be evaluated, all or a combina
tion of the following persons:
1.

Participants.
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2.

Leaders and instructors.

3.

Program directors and staff.

4.

Planning committee.

5.

Outside experts.

6.

Supervisory and management personnel.

In reality, few programs utilize all of the components suggested
by Knowles.

Hopefully all educational programs will develop pro

cedures to implement evaluation that encompasses the measurement of
all or a combination of the many groups effected by the program.
The degree to which workshop activities are consistent with
valid purposes will directly influence the likelihood of their suc
cess.

Too often workshops are evaluated largely through numbers of

people in attendance, the number of conferences held, and relatively
crude indices of satisfaction on the part of those who attend.
Dressel (1961) suggested that although evaluation in the sense of
weighing and choosing among alternatives in objectives, in experi
ence, and in patterns of organization is an essential part of each
of the phases of curriculum development, evaluation of the composite
program by careful study of its impact on the students is also
necessary.

This impact can be measured only by comparing the

participants' status at the completion of the workshop with their
status at a latter point in time.

The differences may be regarded

as offering some indication of the changes which have taken place
and also betoken the effectiveness of the experience.
As reported by Bloom (1970), the stress on appraisal of change
means, theoretically at least, that testing has to be done at two or
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more points in time on each individual to determine the extent of
change.
Since it is necessary to limit the types of change to be tested,
Tyler (1934) suggested that tests be constructed to sample changes in
participants specified by the objectives of the instruction, that
is the changes that were intended by instructors, instruction, or
the curriculum.

Conant (1963) indicated that, even though process

evaluation does have some significance, product assessment must be
used to test the appropriateness and effectiveness of the workshop.
In one sense, program evaluation is an academic audit which parallels
the internal financial audit.
Most workshop programs exist for the dual purpose of helping
staff members become more competent in their professional roles as
teachers or administrators and of improving the quality of the
educational program of the school system.

Herrick (1968) contended

that evaluation of change in workshop programs should consider the
nature and quality of the change made in the educational program
itself.

And, as stated by Kelley (1951), changes in attitudes and

feelings toward human beings as such is one of the most common and
most important of workshop outcomes.
Among the many procedures used in evaluation, Dekker (1965)
lists the following as considerations in evaluating workshops:
1.

Use of an instrument specifically designed to measure
behavior change as related to workshop objectives.

2.

Interviews with participants.

3.

Interviews with workshop leaders, resource people, and
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the coordinator, if the evaluation is completed by a
person other than the coordinator.
4.

Observation of participants during the workshop, based
upon selected criteria.

5.

Administering an instrument at the completion of the work
shop and the same instrument at a latter point in time.

Miller (1964) describes the evaluation process as a circular
one, involving three main elements so closely related that it would
be difficult to work with any one of them separately.

Figure 2

graphically depicts this point of view.

Educational objectives

(3)

(1)

Teaching
procedure

(2 )

Evidence of achievement

Figure 2.— Evaluation Circle
Source:

Miller (1964)

The major tasks which emerge from the relationship (1) in
Figure 2, between program objectives and gathering evidence about
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achievement of objectives are:
1.

Defining objectives clearly and specifically as to indicate
what means can be used to measure their achievement.

2.

Specifying the content aspect of the objectives by indi
cating the areas in which the behavior is to be practiced,
such as, judgments, values, or interpersonal relationships.

3.

Developing valid ways of acquiring data that indicate that
such behavior changes have occurred in the participants.

The major tasks of determining the relationship (2) in Figure 2,
between educational objectives and the teaching procedures which the
instructor uses are those of discovering and devising procedures
that are likely to change participant behavior in the direction
planned.
The major tasks which are apparent from the relationship (3) in
Figure 2, between teaching procedures and the educational objectives
are:
1.

To study alternative methods of presentation to determine
the relative effectiveness of each upon the participant's
ability to achieve the objectives.

2.

To suggest changes in presentation methods in light of new

3.

To continually reassess the objectives and changing them,

discoveries.

as necessary, in light of the total process.
In summary, Miller (1964) states:
It should be clear that evaluation and the teaching pro
cesses are inextricable and that, in talking about evalua
tion programs, we are merely shifting attention to a
separate dimension of the teaching-learning process [p. 295].
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For collecting information at the end of the workshop, Beckhard
(1956) suggests that questionnaires or personal interviews are most
effective.

In addition, he offers the following suggestions to those

who wish to evaluate participants at a latter point in time:
1.

Post meeting questionnaire.

2.

Sample interviews with participants.

3.

Follow-up local meetings.

4.

Reports from field staff.

5.

Reports from participants' local organization.

6.

Reports of evaluation committees.

7.

Post-mortem meetings of planning committees.

8.

Interviewing participants' back-home colleagues.

MeGehee and Thayer (1961) expand upon the work of Thorndike
(1949) and offer these four characteristics of program evaluation:
1.

Relevance:

An instrument chosen for evaluation must relate

directly to the purpose or objectives intended by the
program.
2*

Reliability:

An evaluation criterion is reliable if when

repeated with the same individuals it yields consistent
results.
3.

Freedom from bias:

Consideration of all variables that

might effect results.

This freedom is dependent upon

selection of criteria, the manner in which the measurement
is made, and the interpretation of results.
4.

Practicability:

Requires that consideration of the economy

and convenience of participants be employed when criteria
is chosen.
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Categorizing measurement variables was accomplished by Bass and
Vaughn (1969) by separating learning evaluation into input (process)
variables and output (product) variables.

These categories are

described as follows:
A.

Process Variables
1.

Developmental effort:

The method and activities used

to promote change through learning.
2.

Participant and group characteristics:

The attitudes,

behavior patterns, personality traits, learning ability,
and composition of the group.
3.

Leadership climate:

The leadership style and adminis

trative practices of the participant's immediate
superior which creates the work environment.
4.

The formal organization:

The philosophy, policies,

decisions, and legal precedent of those in the top
management positions.
5.

Organizational culture:

The culture of the organization

is usually represented in the form of group norms,
values, and informal activities.
B.

Product Variables
1.

Change in knowledge:

The level of information which an

individual understands, is consciously aware of, and
capable of verbalizing.
2.

Change in attitudes:

The emotional, motivational, or

intellectual make-up of the participant which creates
a readiness to respond in various ways.
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3.

Change in abilities:

The intellectual or social level

of the participant which can be demonstrated in a
learning situation.
4.

Change in job performance or overt behavior:

The

mannerisms or actions of individuals or groups which
are observable by others.
5.

Change in end-operational results:

The change resulting

from altered overt behavior.
In summarizing the importance of the above process-product cate
gories, Cross (19 71) theorizes that the kind and degree of change
from any given management development program is a function of the
presence and intensity of participant and group characteristics and
elements of leadership climate, formal organization, and organiza
tional climate.
Participant job behavior change is dependent upon three sources
of reinforcements.
1.

These are:

The immediate superior, who instills the leadership climate
within which the participant operates.

2.

The top management (Superintendent, School Board) instills
the formal organization, including policies, controls
procedures, organizational structure, and establishes
limitation for behavior change.

3.

The informal group or peer group provides support or
resistance to change according to group norms and activities.

These forces can work positively or negatively toward desirable
behavior change.
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Kohn (1969) recommends that every workshop leader has a unique
situation and must make choices as, research approach, procedures,
and techniques appropriate to the special situation of the problem
under study.

The "General Program Evaluation Model" developed by

Kohn (1969) is depicted in Figure 3 and describes a systematic
procedure to follow when evaluating workshop programs.

This model

was developed for the use of the American Management Association as
a system to continuously monitor participant reaction to its work
shop programs.

Related studies

A limited number of research studies have been conducted in the
area of workshop evaluation.

This is especially true in the area of

inservice education for educators.

The industrial management train

ing programs have typically been more conscientious in program
evaluation and in analyzing data to help them improve existing
programs and developing new ones.

The following represent the most

significant studies found by the writer.
Trickett (1967) studied the effectiveness of executive develop
ment programs as perceived by participating marketing and sales
executives.

His findings were that (1) participation in such pro

grams resulted in identifiable benefits, (2) academically oriented
programs have significant advantage over company oriented programs,
and (3) program benefits, as seen by participants, are enduring.
Studies conducted by Marlow (1965) of participant participation
indicated that involvement does not increase in a straight line
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Figure 3.— General Program Evaluation Model

Source:
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(graphically), as assumed by many educators, but is a "camel back"
with two or three noticeable graphic "peaks."

The research study

used fifty-five workshops utilizing a time-activity instrument.
Conclusions were that there are distinct "peaks" and "valleys" of
active participation throughout a workshop experience.

Further

studies need to be made to determine the cause and effect relation
ship of these findings.
Roy (1971) studied three management training workshops, investi
gating factors such as "learning," "achievement motivation," and
"participation."
1.

Data analysis showed the following results:

Learning:

Learning scores of the experimental group were

significant when compared with the control group.

The

obvious conclusion is that learning did take place.
2.

Achievement Motivation:

Learning and achievement motivation

correlated insignificantly (-.10).
3.

Participation:

Participant learning did not vary with

participant participation.
Participant learning may vary not only with "participation" and
"achievement motivation," but with age, education, experience, and
knowledgeability before the workshop experience.

To arrive at a

true estimate of whether learning varied with participation, Roy
(1971) used partial correlations to nullify the effects of the other
variables upon learning and participation, and learning and achieve
ment motivation.
apparent were:
motivation,

Some of the other relationships which became
(1) the more the education the higher the achievement

(2) the more the education the more participation,
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(3) the more experience the higher the achievement motivation, and
(4) the more the experience the more participation.
Gessner (1970) theorized that workshops consist of three major
components.

The governing system decides the structure and form of

the workshop, the program system is the action that generates the
central activity, and the informal system is the interaction of the
participants and their perceptions of the workshop experience.

Using

this framework, Gessner investigated participant gratification and
psychological closure.

Analysis of data indicated that the majority

of workshop participants have a feeling of gratification at the
completion of the experience.

In contrast, data indicated that

participants did not have a feeling of closure.

This bipolar rela

tionship indicated that a relationship between gratification and
closure could not be established.
Recent research conducted by Kohn (1969), utilizing four work
shop programs, indicated that much can be learned from the percep
tion of participants.

The factors which make the learning activities

effective in the eyes of the participants enables those who conduct
the program to design the environment in order to maximize the value
of the learning experience.

The results of their study showed the

most important predictors of satisfaction at workshop completion were:
1.

Subject matter that has practical value.

2.

Balance in the background of participants.

3.

Opportunity for participant participation.

Factors include

size of district, present position, and experience.
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Utilizing the techniques of Kirkpatrick (1960), discussed in
the last section of this chapter, Schein (1971) evaluated a long
term management training program.

She investigated specific partic

ipant behavior changes and resulting changes in job behavior.
Through the use of several standardized tests the research revealed
significant changes in interest, attitude, and personality char
acteristics.

The results also revealed that predictors of changes

could be identified.

The second phase, relating to job behavior

change, has not been completed as of this date.

Schein (19 71) also

suggests that further study should be conducted to determine the
permanency of these changes.
The need for evaluation is stressed by Lewin (1962) in his
comment:
In a field that lacks objective standards of achievement,
no learning can take place.
If we cannot judge whether
an action has led forward or backward, if we have no cri
teria for evaluating the relation between effort and
achievement, there is nothing to prevent us from coming
to the wrong conclusions and encouraging the wrong work
habits.
Realistic fact-finding and evaluation is a pre
requisite for teaching and learning [p. 62].
In any attempt to evaluate adult education programs, there must
be a systematic model to build upon.

Research Model

The basic research model influencing this study comes from the
work of Kirkpatrick (1959) and Martin (1957).

Kirkpatrick asserted

that effects of any training program must be evaluated in relation to
some criterion.

Martin distinguished between internal and external
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measures of training

effects.

Internal criteria are measures linked

directly to content and process of the training program, but which
have no direct effect on actual job behavior, while external criteria
are those linked directly to job behavior or product.

Similarly,

Kirkpatrick makes a distinction among four types of training outcomes.
He classifies these outcomes as reaction, learning, behavior, and
results.

The concepts of Martin and Kirkpatrick are interrelated

as follows:
1.

Internal Criteria:

Measures linked directly to the context

and processes of the training program but which have no
direct linkage to actual job behavior or the goals of the
organization.
(a) Reaction:

What were the participant's feelings toward

the training program?
(b)

Learning:

What principles and techniques were under

stood and absorbed by the participants?
2.

External Criteria:
behavior.

Measures linked directly with job

Thus, the opinions of the former trainee con

cerning his post-training job behavior, or the production
he is now able to achieve are examples of external criteria.
(a)

Behavior:

How effective was the training program as

measured by on-the-job behavior?
(b)

Results:

What were the end-operational effects of the

training program as indicated by objective criteria?
Kirkpatrick recommends that "Reaction" should always be tested
in training programs because of the political weight of opinion in
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decision-making.
testing.

Furthermore, he suggests a precedence in order of

For instance, if "Behavior" is to be tested, both

"Reaction" and "Learning" should also be tested.
Several studies have been conducted that are directly related
to the categories suggested by Kirkpatrick.
by their categorical heading:

These will be discussed

Reaction, learning, behavior, and

results.

Reaction evaluation

House (1965) compared managerial reactions to leader-centered
and student-centered methods of presentation in a four-week manage
ment development program.
managers.

The sample was comprised of forty-three

At the completion of the program, they filled out struc

tured and open-ended questionnaires designed to solicit their
reactions to the types of instruction being studied.

The results

pointed out no clear superiority of either method in relation to
participant enthusiasm or in holding their attention.
A study conducted by Kohn (1968) was desgined to:

(1) develop,

and test the validity of, a research instrument measuring partici
pants' feelings about workshop programs they attended, (2) view the
relationship between feelings about the learning situation and
satisfaction at completion, (3) determine whether "correlates" of
satisfaction vary with the format of the program.

The research was

carried out at two meetings, the Workshop Seminar (instruction based
upon discussion) and the Orientation Seminar (instruction based upon
lectures).

The sample consisted of two thousand participants, one
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thousand from each type of meeting.

Data were collected by means of

questionnaires filled out by the participants at the completion of
each session.

The results showed that the most important contribu

tors to satisfaction at completion were:
1.

Subject matter that has practical value (both meeting
types).

2.

Balance of background characteristics to assure meaningful

3.

Opportunity for learner participation (Orientation Seminar

communication among the learners (Workshop Seminar only).

only).
Thus, "correlates" of satisfaction were found to vary with
program format.
The purpose of the study conducted by Moffie (1964) was to
evaluate a program in problem-solving and decision-making given to
three levels of management.

The sample consisted of fifty management

personnel attending the workshop.

The research design included a

posttest questionnaire to gain reactions of participants, a controlled
experiment, involving two tests, to evaluate the effects of the
program on learning, and analysis of observational data collected by
observers during work sessions.

The results showed that participants

considered the course worthwhile and applicable to their work.

The

program did not result in significant improvement in scores on test
devices used nor did the observational data reveal any substantial
changes.
O'Donovan (1964) designed a study to determine if participant
evaluations of workshop programs differentiated successful from
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unsuccessful programs.

Interviews were conducted with ex-partici

pants of programs that had been discontinued because they were
considered inadequate for the intended purpose.

The same questions

were then asked of participants of allegedly successful programs.
The findings were that the problems seen by the second sample were
not significantly different from the problems identified by the first
group.

The author argues that companies must provide a "management

climate" conducive to self-development, and that this will facilitate
development more than formal workshop programs.

Learning evaluation

Abbatiello (1967) conducted a study using forty-one supervisors
in three program groups.

The purpose of the study was to determine

whether changes in attitudes occurred as a result of participation
in a workshop program on supervisory practices.

The research instru

ment was a word association test requiring subjects to rate a given
concept on a graphic scale.
loadings.

These were:

Scales covered three major factor

evaluation (good-bad), activity (active-

passive) , and potency (weak-strong).
for study.

Twelve concepts were selected

The instruments administered were given in a pretest

posttest situation.

The researcher concluded that change in attitude

took place, that the direction of change was from polarity toward
the neutral point on the scale, and that of the three factor loadings,
evaluation was the most sensitive indicator of change.
An experimental field study was conducted by Carron (1964) to
determine the effect of T-group programs on the opinions of research
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and development administrators toward two kinds of leader behavior.
Participants completed a questionnaire before and after the workshop
experience.

Responses were compared with those of an untrained

control group.

Carron found that a significantly larger number of

trained than untrained changed their opinions concerning ideal leader
behavior.

After training, they placed higher value on consideration

and less value on initiating structure.
Another study conducted by House (1963) was designed to test
the importance of "climate" to the effectiveness of a management
development program and to determine the relationship between certain
pre-workshop characteristics and change resulting from the program.
A workshop consisting of lectures, readings, and discussions was
presented to five levels of management.
trained before subordinate groups.

Top level management was

Scaled questionnaires were com

pleted by the participants, their subordinates, and their superiors
immediately prior to and up to eighteen months after the workshop.
The questionnaires were given at the same time to a control group.
The findings showed that the program did not result in greater gross
changes in the experimental group than in the control group, suggest
ing that while compatible climate is necessary, it is not sufficient
for the success of a developmental effort.

However, significant

differences were noted between the trained and untrained groups with
respect to certain pre-training characteristics.

Data indicated

that the persons who are most likely to change their perceptions and
behavior are those who are satisfied with their positions, feel
relatively secure in their jobs, and perceive themselves as having
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a relatively high amount of authority.

The authors conclude that

compatible climate plus participant characteristics constitute a
"sufficient" condition for change.

Behavior evaluation

A set of categories to measure interpersonal competence of
participants of group efforts was developed by Argyris (1965), tested,
and then used to measure the effects of program attendance.
sample consisted of fifty-one members of four T-groups.

The

Participants

were assigned competence scores and ranked according to their scores.
Observers were then asked, at the end of the program, to rank each
individual, and these rankings were compared with the competence
scores.

Participants evaluated the T-group in terms of their satis

faction with the experience.

There was high correlation between the

quantitative scores, on one hand, and participants' perceived degree
of learning and their satisfaction with the workshop experience, on
the other.
The objective of the study conducted by Bunker and Knowles (1967)
was to assess the effect of duration of a workshop on the amount of
behavioral change in a work setting.

Study samples participated in

human relations workshops of three weeks and two weeks duration.
matched control group was used.

A

The instrument utilized was a

questionnaire given to participants eight to ten months after the
completion of the workshop.
determined:

Two interrelated measures of change were

a "total change score," made up of the total number of

different changes mentioned, and a "verified change score," made up
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of those behavioral changes which were mentioned by two or more
persons.

The results showed that participants attending the workshop

differed from the control group on both measures, and from each
other in the amount and kind of change.

The three week sample made

more changes, as indicated by the two scores.

The authors conclude,

however, that differences in the training designs of the three-week
and two-week workshops confound the duration variable.
Miles (1965) sought to evaluate a human relations workshop in
terms of behavior change in the organizational setting.

The experi

mental group was composed of thirty-four elementary principals with
two other groups of principals serving as the control group.

A

variety of measures were obtained before, during, and after the
workshop from participants, their peers, and the workshop leaders.
Instruments included structured and open-ended change-description
questionnaires, rating of participant behavior during the workshop,
and a series of personality measures.

Results reported behavioral

changes for a higher percentage of experimentals than for either of
the control groups.

Self-reported changes were also highest in the

experimental group.

An analysis of the changes reported revealed

them to be mostly in the areas of increased sensitivity to others,
greater communication and leadership skills, and more relaxed
attitude on the job.

Results evaluation

This study, as reported by Hillman (1962) attempted to assess
the effectiveness of a workshop program in terms of employee turnover,
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absenteeism, accidents, etc.

Pre and posttests on supervisory

practices, a structured questionnaire on which participants graded
the workshop leaders' effectiveness, the interest value of the
topics, and the usefulness and applicability of the material, and a
form soliciting comments and suggestions from the participants were
also used.

The findings were that turnover was reduced by thirty

percent and the accident rate was fifty percent below the previous
five year period.

Absenteeism was also reduced.

The author cautions

that it is not known to what extent improved operations were due to
the workshop as compared to other factors.

He does feel, though,

that the data justify the conclusion that a well planned program
including management training can contribute in a material way to
enhancing organizational efficiency.
Catalanello and Kirkpatrick (1968) surveyed one hundred and
fifty-four organizations to determine to what extent they evaluate
their workshop programs in relation to the four criteria identified
by Kirkpatrick.

They found that seventy-seven percent of the

organizations assessed their programs in terms of participant
reactions, fifty percent attempted to measure learning, fifty-four
percent studied changes in on-the-job behavior, and forty-five
percent examined results.

The authors conclude that, "evaluation is

still in its infancy."

Summary

The effectiveness of a workshop experience is directly related
to effective planning.

Effective planning necessitates the
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consideration of the purpose of the workshop experience and the
development of an effective evaluation procedure.

The planning

phase should include at least the following:
1.

Knowledge about those who will be participants.

Repre

sentatives from the participant group should be involved
in the planning.
2.

Goals and objectives developed that reflect the needs of

3.

Selecting the delivery system that will effectively meet

4.

Selecting well qualified individuals who are to present

5.

Allow ample time for participants to absorb and synthesize

the participants.

the objectives.

information and assist participants.

concepts.
6.

Selecting the evaluation procedures that will objectively
measure outcome in relation to objectives.

7.

Selecting a workshop "coordinator" who, in addition to
arranging for finances, facilities, and providing for the
promotion of the workshop, will be responsible for

the

implementation of all of the previous steps.
Chapter III discusses the development of the Workshop Effective
ness Questionnaire, Robbins (1972), the sample used in this study, and
the procedures used in analyzing data.
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CHAPTER III

DESIGN OF THE STUDY

Introduction

This chapter presents the procedures used in gathering data,
the objectives explored, a description of the instrumentation, and
the methods used in analyzing data.

Overview of Procedures

Utilizing the terminology of Martin (1957) and Kirkpatrick
(1959), as discussed in Chapter II, the evaluation procedures were
in two parts.

First, the internal measures investigated were

"reaction" and the perceived "learning" that took place as a result
of workshop experiences.

Secondly, perceived job "behavior" change

was investigated as the external measure.
To accomplish this, a sample of seven workshops was selected.
Selection was based upon the workshop being presented to predomi
nantly educational administrators and the topic being in the area of
educational management.
The Workshop Effectiveness Questionnaire (W.E.Q., Appendix A),
designed by the investigator, was administered on a pretest, post
test basis.

Pretesting was conducted on-site at the completion of

each workshop experience and posttesting two months after its com
pletion.

The posttest was mailed to all participants of each workshop.

49
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An addressed, stamped envelope was provided to encourage the return
of questionnaires.

A follow-up letter was sent to those participants

who did not respond to the first mailing.

All pretests were analyzed.

The final sample used in measuring behavior change consisted of only
those who responded to both the posttest and the pretest.
The questionnaire was developed to provide information for the
following concerns:
1.

To determine workshop effectiveness through the use of

2.

To determine the degree of perceived job behavior change

3.

To construct a list of process predictors, indicating

4.

To report the difference between the amount each process

selected process predictors.

that results from workshop experiences.

their effect upon workshop experiences.

predictor was present in the workshop experience and the
perceived importance of each predictor.
The pretest data were used to relate presence and importance
ratings on the fifty-one items in the W.E.Q. with overall effective
ness ratings assigned to each workshop by the participants.

Of

particular concern was the relationship of effectiveness with
presence ratings on items rated important.

The data also permitted

a review of the performance of each workshop providing for those
concerns expressed by participants as important.
The posttest data were collected to detect persistence of
participant responses after leaving the workshop location.

Also,

job behavior change evidence was provided by the posttest W.E.Q.
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The scores used in analyzing data were calculated as follows:
1.

Importance Score:
items.

Taken directly from the W.E.Q. predictor

Mean scores were calculated for the combined

participant group from all workshops and the participant
group of each workshop for each predictor item.
2. Present Score:
items.

Taken directly from the W.E.Q. predictor

Mean scores were calculated for the combined

participant group and the participant group of each work
shop for each predictor item.
3.

Effectiveness Score:

Taken from the Overall Rating,

item five, page two of the W.E.Q.

The score for each

participant was recorded and mean scores calculated for
each workshop and the
A. Presence Subscore:

A

total participant group.
presence subscore was calculated for

each workshop participant.

This subscore is the average

presence score on items designated most important (a score
of 1 or 2) by each participant.
5.

Change Score:

Taken from the posttest W.E.Q. open-ended

question regarding specific job behavior change.

The

percentage of participants indicating a job behavior change
was calculated for each workshop.
Workshop leaders and participants were provided immediate feed
back of information compiled from the pretest (Appendix B).
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Sources of Data

Sample workshops

A sample of seven workshops being offered by different institu
tions was selected.
1.

The workshops were:

Accountability Workshop:

A joint effort on the part of

Western Michigan University, the Michigan State Department
of Education, and the Kalamazoo Valley Intermediate School
District.

Offered to school administrators, October 4-6,

1972.
2.

Michigan School Boards Association Workshop:

Presented to

school superintendents and school board members by the
Michigan School Boards Association, October 4, 1972.
Flint National Workshop:

Presented to community school

administrators by the National Center for Community Educa
tion, Flint, Michigan, October 24-26, 1972.
4.

Michigan State University Administrator Extern Workshop:
Presented to school administrators, November 18-19, 19 72.

5.

Community School Directors and Administrators Workshop:
Presented by the Community School Development Center,
Western Michigan University, November 21, 1972.

6.

Analysis of Teaching Strategies Workshop:

Presented by the

Michigan Education Association to school administrators and
prospective administrators, December 5-6, 1972.

7"

Field Seminar:

Presented by Western Michigan University to

school administrators, December 9-10, 19 72.
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Table 1 presents a list of the sample workshops and data
collection dates.

Workshops are anonymously labeled from workshop

"A" through workshop "G" throughout the remainder of the study.
This is to avoid recognition of individual workshops with participant
reactions or critical responses.
In selecting the sample, workshops were sought that met the
criteria of being presented to educational administrators and on
topics considered to be in the area of educational management.

Most

institutions were cooperative and receptive to the evaluation pro
cedure.

The predominant problem was finding enough workshops meeting

the criteria of the study.

Methods of Gathering Data

The data were collected at two different times.

Pretest data

were collected by the investigator administering the questionnaire
to the participants on-site at the completion of each workshop.

To

ensure the success of this procedure each workshop coordinator was
contacted well in advance of the presentation date.

It was found

that participants were more cooperative at those workshops where the
leaders had scheduled the evaluation rather than having the investi
gator suddenly appear without advance notice.
Posttest data were collected by mailing the questionnaire to
participants two months after the completion of the workshop experi
ence.

To facilitate handling and to ensure a high response, an

addressed and stamped return envelope was included as well as a copy
of the initial findings to those who had indicated a desire to have
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IDENTIFICATION OF SAMPLE WORKSHOPS AND TEST DATES, 1972-1973

Name of Workshop
Accountability Workshop

Sponsoring Agency

Location

Kalamazoo Valley Int.
School Dist., Michigan
Dept, of Education,
Western Michigan Univ.

Nazareth
College
Conference
Center

Michigan School Board
Workshop

Michigan School Boards
Association

Student
Center,
WMU

Flint National Workshop

National Center for
Community Education

Flint,
Michigan

Administrator Extern
Workshop

Michigan State
University

Kellogg
Conference
Center

Community School
Administrator Workshop

Community School
Development Center
Western Michigan Univ.

Kalamazoo,
Michigan

Analysis of Teaching
Strategies Workshop

Michigan Education
Association

MEA Con
ference
Center

Field Seminar

Western Michigan Univ.

Benton
Harbor,
Michigan

Total Participants

Date
Pretest

Date
Posttest

"N"
Respondents

Oct. 6

Dec. 12

17

Oct. 4

Dec. 19

49

Oct. 26

Dec. 28

75

Nov. 19

Jan. 19

45

Nov. 21

Jan. 21

56

Dec. 6

Feb. 6

30

Dec. 10

Feb. 10

41

313
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them.

A follow-up letter was sent two weeks following the initial

letter to those who did not respond to the initial mailing of the
posttest questionnaire.

Instrumentation

Essentially one instrument was used to gather the required data.
For both the pretest and the posttest, the Workshop Effectiveness
Questionnaire (W.E.Q.), developed by the investigator, was admin
istered to workshop participants.

Page two of the questionnaire was

specifically designed for each individual workshop in order to
measure objectives specific to that workshop.

The questionnaire is

reproduced in Appendix A.
After several published instruments had been previewed, it was
decided that none available specifically measured what was intended
to be measured in this study.

For the above reason as well as the

desire for experience in the development of a questionnaire, the
Workshop Effectiveness Questionnaire came into existence.
tionnaire is divided into three main sections.
sist of:

The ques

These sections con

(1) "Biographical Data," which provides information about

the individual participant,

(2) "General Information," which is

specifically designed to measure responses to the objectives of each
individual workshop and provides specific feedback to workshop
leaders, and (3) "Predictors," which consists of a total of fiftyone questions to detect the presence and importance of effectiveness
attributes.

The items break down into eight predictor categories.

Table 2 indicates the number of questions related to each category.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

56
TABLE 2
NUMBER OF QUESTIONS PER PREDICTOR ITEM CATEGORY
Number of Questions

Item Category
Clarity of Objectives

7

Delivery System of Workshop

8

Physical Facilities

3

Human Relations

3

Attitude toward Experience

5

Organizational Reinforcement

5

Exposure and Timing

4

Motivation

16

Total

51

Note:

Appendix D lists each questionnaire item under each item
category.

Category questions were randomly ordered in the questionnaire to
ensure that the respondent did not develop

a response mind-set.

Participants were asked to respond to each question by first
indicating the amount each predictor was present in the workshop
experience and then indicating the perceived importance of the
predictor item.

Table 3 lists the information included in each of

the three parts of the questionnaire.

The average time taken by

participants to complete the questionnaire was twenty-five minutes.
Because it has been recently developed, neither validity nor
reliability has been established for the W.E.Q.

The questionnaire

was accepted by workshop leaders and/or coordinators on the merits
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of the face validity of the items and its response construction.

TABLE 3
INFORMATION INCLUDED IN EACH SECTION OF QUESTIONNAIRE
Section

Information Included
Name, Address, Age, and Position
District Size and Years Experience
Reason for Attending
Cost Paid By
Previous Attendance
Physical Facilities, Travel, and Food

Biographical Data

Open-Ended Questions Relating to the
Workshop Effectiveness
Specific Objectives Scale
Comments

General Information

Clarity of Objectives
Delivery System of Workshop
Physical Facilities
Human Relations
Attitude toward Experience
Organizational Reinforcement
Exposure and Timing
Motivation for Change

Predictor Categories

Procedures Used in Analyzing Data

Information provided by the participant on the first page of the
W.E.Q., "Biographical Information," was compiled in a frequency
distribution chart.

These data, in addition to the pretest informa

tion provided on page two, "General Information," constituted the
"initial findings" (Appendix B), distributed to workshop leaders and
participants.

"Initial findings" are also reported collectively for

all workshops in Appendix C.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

58
The fifty-one questions or process "predictor" items from
pages three through seven permitted analysis of data in response to
the four major study statements.

Analyses of predictor items were

completed by examining all data collectively and also each workshop
separately.

The four major statements and the procedures used in

analyzing data for each are as follows:
1.

To determine workshop effectiveness through the use of
selected process predictors.
Analyses:
(1) A comparison of the amount each predictor item was
present and its perceived importance was made by calculating
the correlations between mean presence and importance
scores over all fifty-one items without reference to specific
workshops.
(2) Average overall presence combining all items was corre
lated with overall workshop effectiveness across all work
shops .
(3) To detect the correlation between presence of important
predictor items and workshop effectiveness, a correlation
between participants' presence subscore and effectiveness
score was calculated.

2.

To determine the degree of perceived job behavior change
that results from the workshop experience.
Analyses:
(1)

A yes-no change indicator was recorded for each partic

ipant by using the posttest response to the "specific job
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behavior change" question.

Workshops were rank ordered by

the percentage of participants who made behavior changes.
A rank order correlation coefficient was then calculated
between behavior change rank and the rank order of workshop
effectiveness mean scores.
(2)

Pretest change predictions were taken from question

three, "General Information," of the W.E.Q.

The percentages

of participants predicting change were compared with percent
ages actually making changes for each workshop.

The

discrepancy between predicted and actual change percentages
was related to workshop effectiveness mean scores.
3.

To construct a list of process predictors, indicating their
effect upon workshop experiences.
Analyses;
(1) Utilizing pretest grand mean scores combining all work
shops for each importance item, a rank order of items was
compiled.

The twenty items having the highest rank order

were then listed by rank.
(2) A rank order listing of the top ten pretest importance
items was compiled per workshop.

To detect the common

presence of these items across all workshops the frequency
of their appearance in workshop lists of top ten items was
compiled.
(3) A rank order listing of pretest top ten importance
items was compiled for each workshop group.

On the basis of

each item's average rank an alternate list of most
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important items to analysis (1) above was compiled.
(4)

Utilizing pretest grand mean scores for each importance

item a rank order was compiled.

To identify relatively

unimportant items the ten items having the lowest rank
order were isolated.
4.

To report the difference between the amount each process
predictor was present in the workshop experience and the
perceived importance of each predictor.
Analyses:
(1) To illustrate relative presence scores for important
items a profile was constructed showing the presence score
for each of the ten most important items.

The most

important items were determined by using the grand means
from the pretest data.

The corresponding presence score

for that item number was placed on the profile to determine
the relationship between presence and perceived importance.
(2) Using the same procedure as (1) above, a profile was
made showing the relationship between present mean scores
and importance mean scores for the ten most important items
as compiled for each workshop.
(3) From the pretest data a grand mean of the importance
scores for each of the eight item categories was calculated.
The corresponding mean presence scores were then plotted on
a profile to display the relationship of item category
importance scores with presence scores.
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(4) From the pretest data a grand mean of the top ten
presence scores for the total participant group was
calculated.

To display relative ratings the corresponding

importance scores were plotted on a profile to determine
the relationship between present scores and perceived
importance scores.
(5) To illustrate relative presence scores on the least
important items a profile was constructed showing the
presence score for each of the ten least important items.
Least important items were determined by using the grand
mean scores from the pretest data.

The corresponding

presence score for that item was placed on the profile to
display the relationship between presence and perceived
importance.
To determine to what extent participants had changed their
perceptions between the pretest and posttest a profile was made
showing the relationship between pretest-posttest presence scores
and pretest-posttest importance scores for each of the fifty-one
predictor items.

Grand mean scores were calculated for each pre

dictor item and plotted on the profile.
A comprehensive report of the results from the analyses as
described in this chapter is presented in Chapter IV.
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CHAPTER IV

REPORT OF THE FINDINGS

Introduction

The findings obtained using the procedures and analyses described
in Chapter III are presented here.

This chapter contains an analysis

of the biographical (demographic) data, the composite of the initial
findings, consideration of results for the four major statements, and a
summary.

Analyses of Biographical Data

Biographical data were gathered from the first page of the Work
shop Effectiveness Questionnaire, (W.E.Q.),

(Appendix A).

Responses

to biographical questions are shown in Tables 4-10.

Preview of the Analyses

Table 4 describes the three hundred thirteen participants according
to selected biographical variables.

Table 5 shows the frequency of pos

ition titles for the respondents and Table 6 the position categories.
The categories are:
and (3) Other.

(1) Central Administrator,

(2) Building Administrator,

All participants who did not fall specifically into the

central or building administrator category were categorized as other.

62
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Table 7 describes how workshop costs were paid and Table 8 indicates
the number of participants who have attended workshops of the same topic
on previous occasions.

Table 9 displays the number of participants in

each of the three age categories.

The categories selected were:

(1)

Under thirty, (2) thirty through forty-five, and (3) Over forty-five.
The number of male and female participants is shown in Table 10.

Profile of the Sample

The mean age of workshop participants was 37.8 years, (Table 4).
Although the maximum age was sixty-one, Table 9 and Figure 4 reveal that
few of the participants were over fifty years of age.

Most participants

were employed in class A school districts of moderate size.

The mean

number of years of experience in education by participants was 10.7
years, with the maximum experience being thirty-seven years and the
minimum being one year.

The mean experience as an educational adminis

trator was four years with the maximum administrative experience being
twenty-eight years and one year being the minimum administrative exper
ience.

Minimum values for years in education and administrative exper

ience were recorded for those presently in education and those who were
presently educational administrators.

There were a negligible number

of participants who were neither educators nor educational administrators.
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TABLE 4

DESCRIPTION OF WORKSHOP PARTICIPANTS ACCORDING TO
SELECTED BIOGRAPHICAL VARIABLES

Variable

Item
Respondents

Mean

Maximum Value

Minimum Value

Age, years

313

37.8

61

21

District Size, pupils

306*

7,620

45,000

700

Years in Education

310*

10.7

37

1

Years in Administration

310*

4.0

28

1

*

A few participants did not respond to this item.
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Table 5 shows the wide variety of job classifications claimed by
participants.

The sample workshops were selected to insure that the

majority of participants would be educational administrators.

TABLE 5

PRESENT POSITION CLASSIFICATION OF PARTICIPANTS

Position
Director/Supervisor
Teacher
Business Manager
Graduate Student
Assistant Superintendent
Counselor
Administrative Assistant
Principal
Assistant Principal
Board Member
Community School Administrator
Community School Director
Superintendent
Assistant Director
Department Chairman
College Staff
Advisory Council Member
Research
Other

TOTAL
*

Frequency

Percentage

37
28*
2
4*
4
4*
24
52
15
37
22
38
15
1
1*
6*
12*
3
8*

11.6
8.9
.6
1.4
1.4
1.4
7.8
16.6
4.9
11.6
7.0
12.1
4.9
.3
.3
1.9
3.8
.9
2.6

313

100.0

Counted as non-educational administrator.
In order to produce more meaningful results, participant job class

ifications were categorized into the three categories shown in Table 6.
Combining central administrators with building administrators gives a
total of 250 educational administrators as compared with sixty-three
"other", or non-educational administrators.

Thus, the educational

administrators comprised 79.4 percent of the sample.
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TABLE 6

FREQUENCY OF POSITIONS BY CATEGORY:
CENTRAL OR BUILDING ADMINISTRATOR

Frequency

Percentage

Central Administrator

Position

145

46.4

Building Administrator

105

33.5

63

20.1

Other

TOTAL

313

100.0

Participants were asked to identify the source of funds for work
shop expenses.

The choices were: (1) Employer, (2) Self, (3) Grant,

and (4) Other.

An unplanned category, "No Cost" emerged.

These were

participants who attended workshops that involved no expenses other
than travel and the participant lived near the facility.

The majority

of the participants, 57.8 percent, were reimbursed by their employer.
Table 7 shows this relationship.

TABLE 7

SOURCE OF WORKSHOP EXPENSE FUNDS FOR PARTICIPANTS

Variable

Frequency

Percentage

Employer
Self
Grant
Other
No Cost

181
92
11
21
8

57.8
29.4
3.5
6.8
2.5

TOTAL

313

100.0
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As shown in Table 8, there was little difference between the number
who had and those who had not attended a workshop on the same topic.

TABLE 8

NUMBER HAVING PREVIOUS ATTENDANCE AT WORKSHOP ON SAME TOPIC

Attended Before

Frequency

Percentage

Yes

135

No

178

56.9

TOTAL

313

100.0

A3.1

The majority of the participants were in the thirty through fortyfive age category, (Table 9).

The remaining participants were evenly

divided between the under thirty and over forty-five categories.

There

were only eighteen participants over the age of fifty, and three over
the age of sixty.

Figure A graphically displays the age distribution

of participants.
It appears that, after age fifty participation in workshop experiences
drops significantly, while the age group from twenty-six through fifty
is the largest group of participators.
TABLE 9
AGE DISTRIBUTION OF PARTICIPANTS

Age

Frequency

Percentage

Under 30
30-A5
Over A5

67
173
73

21.A
57.5
21.1

TOTAL

313

100.0
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The major portion, 75.4 percent, of the participants were male.
Table 10 shows the number of males and females attending the workshops.

TABLE 10

NUMBER OF MALE AND FEMALE PARTICIPANTS

Number

Sex
Male
Female

TOTAL

Percentage

236

75.4

77

24.6

313

100.0

Responses to Physical Arrangement Items
Participants were asked to respond to seven variables dealing with
the physical arrangements of the workshop.
Living Arrangements:

These variables were:

Five of the sample workshops involved

arrangement for overnight facilities.
2. Meeting Rooms:

Participants responded to the adequacy of the

rooms used for general sessions and small group work.
3.

Food:

Participants responded to their satisfaction with meals

provided while attending the workshop.
4.

Workshop Site:

Participants responded in terms of proximity

to their homes, parking facilities, and general suitability
of the site.
5.

Travel:

Participants responded to previous arrangements pro

vided by workshop leaders and their personal travel expenses.
Weather may have been an important variable, but was not in
vestigated in this study.
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6.

Time:

Participants responded to the relationship of time

allotted and the time required to accomplish tasks.
Table 11 presents the response distribution for each of the above
categories.

Responses were categorized as; very good, good, average,

poor, very poor, or no response.

TABLE 11

Note:

No
Responsi

20
68
59
39
46
52

0
16
2
3
4
7

0
0
0
0
1
2

138
7
16
6
49
5

TOTAL

Very
Poor

Living Arrangements
Meeting Rooms
Food
Workshop Site
Travel
Time

1

Poor

85
114
108
104
88
140

!
70
108
128
161
125
107

Average

Good

Variable

Very
Good

RESPONSE DISTRIBUTION OF PHYSICAL ARRANGEMENT VARIABLES

313
313
313
313
313
313

The no response category was a result of some variables not
being applicable to a number of participants.
As evidenced by Table 11, most respondents were not critical of

any of the physical arrangement variables.
were satisfied with these factors.
the experiences by workshop leaders.

In general, participants

This may be due to the planning of
There are several adequate con

ference centers in Michigan and these were used by the leaders for the
sample workshops.

This section was a valuable portion of the questionnaire

from the standpoint of providing positive reinforcement to workshop
leaders and conference center managers.

Also, an occasional "side"

comment, such as "crabby cooks" alerted center managers to a possible
problem.
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Composite of Initial Findings

Participants were requested, on page two of the Workshop Effec
tiveness Questionnaire, to respond to questions about the workshop
objectives,

(Appendix A and B).

Responses were compiled into a compo

site distribution of overall ratings, using the categories; (1) Objec
tives known by participant at the beginning of the workshop experience,
(2)

Presentation format, (3) Objectives met during the workshop exper

ience, and (4) The total assessment of the experience.

Table 12 pre

sents the response frequencies for the participants.

TABLE 12

COMPOSITE DISTRIBUTION OF OVERALL RATINGS

Obj ectives Known
2

1

Format

3

4

N*

1

305

52

17

Overall
Rating

60

167

72

6

Corresponding
Percentage

20

55

23

2

Obj ectives Met
1

2

4

N*

1

300

38

12

42

175

75

8

Corresponding
Percentage

14

58

25

3

*

3

4

N*

170

71

9

302

56

23

4

Total Assessment

3

Overall
Rating

2

2

3

4

N*

189

67

8

302

63

22

3

A few participants did not respond to items.

Responses:

1-Very High
2-Worthwhile

3-Some Value
4-No Value
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From the table the following results are apparent:
1.

Objectives Known:

The majority, 75.0 percent of the partici

pants, knew what was expected of them during the workshop experience.
All of the sample workshops distributed literature explaining the objec
tives of the workshop prior to the first session.
2.

Presentation Format:

Although only 17.0 percent rated the format

"very high” , 56.0 percent of the participants rated this variable as
"worthwhile".

Only two of the seven workshops involved participants in

the planning phase.

One of these began planning several weeks prior to

the workshop representatives from each of the participating groups involved
in the planning sessions.

The other workshop was a multi-session workshop

which accomplished the major planning at its first session, involving all
of the participants.

The workshop effectiveness scores indicate that the

two workshops that involved participants in the planning ranked first and
third in total effectiveness.
3.

Objectives Met:

Although only 3.0 percent of the participants

rated this variable as "no value", only 14.0 percent rated it as "very
high".

The indication is that the participants knew, in general, what

to expect from the workshop and, in general, were satisfied that the
objectives were reached.
4.

Total Assessment:

12.0 percent of the participants perceived

the effectiveness of the workshop experience as being "very high", 63.0
percent perceived the experience as "worthwhile", 22.0 percent perceived
the experience as having "some value", and 3.0 percent perceived the
experience as having "no value".

In general, participants were satisfied

with the experience but the majority rating falling in the middle range
indicates a need for assessing the present procedures and striving for
greater effectiveness.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

73
In addition, participants responded to four open-ended questions.
In compiling responses, an attempt was made to categorize similar re
sponses into one category.

These questions, designed to provide immediate

feedback to workshop leaders, are summarized with the number of partici
pants making similar comments noted:
Question 1 :
1.

"What was especially good about the workshop?"

The speaker(s), 68 participants.

2.

Informal interaction with other participants, 56 participants.

3.

Small group work, 42 participants.

4.

Subject matter areas, 32 participants.

5.

Good practical information, 22 participants.

6.

Atmosphere of the workshop, 13 participants.

7.

Organization of the workshop, 9 participants.

8.

Information relevant to needs, 7 participants.

9.

Much was covered in a short time, 6 participants.

10.

Nothing, 6 participants.

Question 2 :

"Were workshop methods effective?

If not, explain."

239 participants responded YES, while 71 participants responded NO.
Comments were as follows:
1.

Poor speakers, 19 participants.

2.

Too much lecturing, 11 participants.

3.

Needed more time in small groups to grasp concept, 9 participants.

4.

Small group sessions were poorly organized, 9 participants.

Question 3 :

"What specific knowledge or skill did you gain that

will make you more effective on the job?"
1.

The understanding of a new concept, 226 participants.
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2.

Little or none, 14 participants.

3.

Reinforcement of an idea, 13 participants.

4.

Insight into self, 13 participants.

Question 4 :

"Was each topic adequately covered?

If not, explain."

221 participants responded YES, while 86 participants responded NO.
Comments were as follows:
1.

Speaker(s) ineffective, 28 participants.

2.

Limited time tocomplete task, 12 participants.

3.

Poor leadership in small groups, 12 participants.

For a complete listing of responses to open-ended questions refer
to Appendix B.

Analyses of Four Major Statements

The following is a list of the four major statements investigated
in this study, the procedure used in analyzing each, and the findings.
The correlation values calculated for participant data were tested
for significance at .01, .05, and .1.

The highest level is reported in

the data analyses.
Statement One:

To determine workshop effectiveness through the

use of selected process predictors.
(1).

By calculating the mean scores for the total participant

group ofthe amount each predictor

item was present and its perceived

importance and determining the rank order of each item, a rank difference
(P-I) was determined.

These scores, shown in Table 13 provide evidence

that certain items were perceived as being less important than present
during the workshop experience.

Also, some items were preceived to be

important but were lower in presence.

The most significant items in

these two categories were:

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

75
Items receiving perceived importance scores significantly lower
than presence scores:
Item 3 :

"The facilities provided a positive learning atmosphere."

Participants reported the facilities to be very good but perceived that
facilities are less Important (ranked thirty-second) to workshop effec
tiveness .
Item 10:

"There was sufficient opportunity provided for interaction

among participants."

Although scoring high in presence this item ranked

twenty-forth in importance.
Item 24:

"I feel the workshop objectives were met."

Scoring among

the top ten in presence, this item ranked seventeenth in importance.
Item 25:

"Practical experiences were provided to emphasize objectives."

This item was high in presence yet ranked thirty-seventh in importance.
Item 42 :

"The atmosphere of the workshop helped productivity."

Although high in presence this item ranked as low (twenty-sixth) in
importance.
Item 43 :

"The workshop topics were pertinent to my job description."

This item ranked among the top ten in presence but ranked twentieth in
importance.
The negative rank differences in Table 13 indicate that there were
twenty-one items that were more present than important.
Items receiving present scores significantly lower than importance
scores:
Item 8 :

"I understood the workshop objectives from the start."

Although ranking in the top ten in importance, workshop participants
ranked this item as twenty-eighth in presence.

The indication being that

although important, many workshops do not provide the necessary information
about objectives at the beginning of the experience.
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Item 9 :

"I encourage the use of systematic procedures."

This item

was ranked high in importance but ranked thirtieth in presence.
Item 30:

"Workshops presented during the early part of the year are

most effective."

This item was perceived as being of little importance

and of even less presence.
Item 33:

"If change is to occur as a result of this workshop it

will be my responsibility."

Ranked as average in importance and low in

presence, this item indicated that participants did not consider this
concept a barrier to change.
Item 34:

"The facilities used can make the difference between a

good or poor workshop."

Participants perceived this item as being low

in importance and even lower in presence.
Item 51:

"Workshop objectives were adhered to by the participants."

This item ranked among the top ten in importance but twenty-seventh in
presence.
The positive rank differences in Table 13 indicate that there were
fourteen items that were more important than present.
Grand mean scores for all fifty-one predictor items were 1.916 in
presence and 2.036 in importance (1 is the highest rating possible).

A

Pearson's product-moment correlation coefficient of .985 was calculated
by comparing the presence and importance across all predictor items.
This coefficient is significant at the .01 level indicating that presence
and importance tend to agree, with exceptions as noted above.
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(2).

A Pearson's product-moment correlation coefficient was

computed using the mean present scores for each workshop and the effec
tiveness mean scores for each workshop to determine the correlation
between presence of total predictor items and the overall effectiveness
of the sample workshops.
.01 level.

The coefficient of .649 is significant at the

Table 14 displays these findings.

This indicates a very

close relationship between perceived presence of predictor items and the
overall effectiveness of the workshop across all workshops.

table

14

CORRELATION BETWEEN AMOUNT PRESENT MEAN SCORES WITH
PERCEIVED EFFECTIVENESS FOR EACH WORKSHOP

Workshop

Amount Present
Mean

A

2.016

Effectiveness
Mean

1.923

B

1.885

1.933

C

2.447

2.280

D

1.994

2.335

E

2.211

2.320

F

2.050

1.727

G

1.927

1.647

Correlation Coefficient=.649
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(3).

Table 15 displays the Pearson product-moment correlation

coefficients for each workshop on effectiveness and presence of impor
tant predictor items.

A presence subscore was calculated for each par

ticipant by combining all presence item scores for items having impor
tance responses of one or two.

The overall effectiveness score for each

participant was then compared to the presence subscore and correlated
by workshop to determine the relationship between the presence of impor
tant predictor items and workshop effectiveness.
As evidenced by Table 15, the correlations for each workshop vary
as to their significance.

Workshop A yielded an "r" of .468 which is

significant at the .01 level of significance.

Workshops B,C,D,E, and G

produced coefficients that are not considered to be significant.

Work

shop F resulted in an "r" of .266 which is significant at the .1 level.
There are several possible reasons for five workshops yielding low
correlation coefficients.

Three possibilities follow.

First, degrees

of freedom determined from small samples require a high coefficient to
be significant.

Second, the score for effectiveness was determined by

question five, page two of the W.E.Q.

This set of questions was directly

related to the objectives of the workshop.

The presence subscore was

calculated from the fifty-one predictor items of the W.E.Q.

Many of

these questions were not directly related to the objectives of the work
shop, as shown in Appendix D.

Third, Guilford (1965) states:

A correlation is always relative to the situation under which
it is obtained, and its size does not represent any absolute
natural fact. Whenever a relationship between two variables
is established beyond reasonable doubt, the fact that the
correlation coefficient is small may merely mean that the
measurement situation is contaminated by some factor(s) un
controlled or not held constant [p.105].
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The correlation coefficient of presence subscores and effectiveness
for the total participant group was .789, significant at the .01 level.

TABLE 15

CORRELATION BETWEEN PRESENCE OF IMPORTANT PREDICTORS
AND EFFECTIVENESS FOR EACH WORKSHOP

Correlation

Workshop

.468

A
B

.117

C

.113

D

.187

E

.047

F

.266

G

.304

Total Participant Group

Statement Two;

.789

To determine the degree of perceived job behavior

change that results from the workshop experience.
(1).

To determine the correlation between the perceived effective

ness of each workshop and the percent of job behavior change that occurred
as a result of the workshop experience a Spearman rank order correlation
coefficient was calculated.

To arrive at percent of change for each

workshop a yes-no change indicator was recorded for each participant
using the posttest response to the "specific job behavior change" ques
tion on the W.E.Q.

Workshops were rank ordered by the percentage of

participants who made behavior changes.

The rank order coefficient, as
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shown in Table 16, between behavior change rank and workshop effective
ness rank was .74, significant at the .05 level.
Workshop B was first in change rank but fourth in overall effective
ness.

Workshop A reported a fifty percent change in job behavior but

ranked third in effectiveness.

The other workshop results show a close

rank order relationship between effectiveness and job behavior change.
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CORRELATION BETWEEN PERCEIVED EFFECTIVENESS
AND JOB BEHAVIOR CHANGE
FOR EACH WORKSHOP

Workshop

Participants
"N"

Effectiveness
Mean

Percentage
Change

Effectiveness
Rank

Change
Rank

A

39

1.923

.500

3

5

B

30

1.933

.750

4

1.5

C

57

2.280

.526

5

4

D

45

2.335

.312

7

6

E

75

2.320

.259

6

7

F

44

1.727

.705

2

3

G

17

1.647

.750

1

1.5

Rank Order Correlation Coefficient=.74
Note:

N=307, six participants did not respond to the effectiveness section of the questionnaire.

(2).

Pretest change predictions were taken from question three,

"General Information" of the W.E.Q.

Percentages were calculated by

interpreting the responses as either; yes, the workshop will result in
a job behavior change or, no, it will not.

The percentage of partici

pants who responded yes for each workshop constituted the change predic
tion.

These scores were calculated for those participants responding

to the posttest.

From the posttest open-ended question "what specific

job behavior change have you made as a result of the workshop experience?"
a change score was calculated resulting in the percentage of those in
dicating a job behavior change for each workshop.

These percentages

and the related effectiveness mean scores are shown in Table 17.
As indicated by the difference scores, the respondents for all
workshop groups predicted a higher rate of change than actually occured.
Workshop G and Workshop B had the highest percentage of participants
indication an actual job behavior change.

Workshop G yielded the highest

effectiveness score (1.647), the highest change prediction (87.5), and
the highest percentage of actual change (75.0), although the difference
between actual and predicted change was -12.5.

At the other extreme,

Workshop D had the lowest effectiveness score (2.335), the lowest change
prediction (56.2), and one of the lowest percentages of actual change
(31.2).

The difference between actual and predicted change for Workshop

D was -25.0, indicating that twenty-five percent fewer participants
changed than predicted.

Workshop E rated next to the lowest in effec

tiveness (2.320), fairly high (70.3) in change prediction, and the lowest
in actual change (25.9).

The difference score of -44.4 indicated that
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this workshop, more than any other, released participants with a high
perceived change prediction yet the end result was only 25.9 percent of
these produced a job behavior change.
The total participant group average percentage score resulted in
50 percent of the participants (152 participants responded to the post
test) making an actual change even though 72 percent had predicted a
change.

TABLE 17

COMPARISON OF CHANGE PREDICTION PERCENTAGES WITH ACTUAL
CHANGE PERCENTAGES AND THEIR RELATIONSHIP TO
EFFECTIVENESS SCORES FOR EACH WORKSHOP

Effectiveness
Mean

Percentage
Predicting
Change

Percentage
Actual
Change

G

1.647

87.5

75.0

-12.5

B

1.933

81.2

75.0

-06.2

Workshop

Difference
Score

F

1.727

76.3

70.5

-05.8

C

2.280

78.9

52.6

-26.3

A

1.923

64.3

50.0

-14.3

D

2.335

56.2

31.2

-25.0

E

2.320

70.3

25.9

-44.4

72.6

50.4

-22.2

Total Participant
Note:

The lower the mean effectiveness score the higher the perceived
effectiveness.
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Statement Three:

To construct a list of process predictors, indi

cating their effect upon workshop experiences.
(1).

By using the pretest grand mean scores for each of the fifty-

one importance predictor items a list of the twenty most important items,
as perceived by educational administrators, was compiled.

This list,

shown in Table 18, is intended to indicate those actions which result
in an effective workshop.

Combining the responses in Tables 18 and 20

a final list was compiled and displayed in Chapter V.
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TWENTY PREDICTOR ITEMS PERCEIVED AS MOST IMPORTANT
BY EDUCATIONAL ADMINISTRATORS

ank

Predictor

1

Meeting and interacting with other educators.

2

Workshops are a valuable inservice technique.

W.E.Q. Item
Number

3

A person becomes less effective when he is not willing to make
change.

19

4

Superiors are supportive of the workshop topics.

21

5

Workshop objectives were adhered to by the leaders.

16

6

Professional resources were utilized during the workshop.

29

7

People want to make changes in order to improve their profession.

23

8-9

The workshop experience will be beneficial to my job performance.

8-9

As a result of this workshop my effectiveness will increase.

10-11

I understood the workshop objectives from the start.

10-11

Workshop objectives were adhered to by the participants.

7
50

8
51
(continued)
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TABLE 18 (continued)

Rank

Predictor

W.E.Q. Item
Number

12

Workshops that I have attended have been a worthwhile experience.

11

13-14

The facilities used were adequate for small group use.

18

13-14

The district where I am employed is open to change.

44

15

Workshop objectives were directly related to my job needs.

32

16

I intend to implement the models and/or techniques presented at
the workshop.

31

17

The workshop objectives were met.

24

18

Objectives were met through various methods.

17

19

The topics discussed will increase my on-the-job technical skills.

46

20

The workshop topics were pertinent to my job description.

43

91
(2).

Table 19 was constructed to show the comparison between the

most important predictor items perceived by the total participant group
and the perception of each individual workshop group.

Items 20, 45, 19,

and 21 were consistent in their rank orders while items 29, 8, and 51
were rated very high in only one workshop.

The variance in the number

of participants between groups accounts for the three items ranking in
the top ten in only one workshop.

These items do rank in the top fifteen

in all workshops.

TABLE 19

COMPARISON OF TOTAL PARTICIPANT GROUPS ELEVEN MOST IMPORTANT
PREDICTOR ITEMS WITH THE NUMBER OF WORKSHOPS HAVING
COMMON MOST IMPORTANT ITEMS

W.E.Q. Item
Number

Total Participant
Rank

Number of Workshops
Where Predictor Item
Falls Within Top Ten

20

1

45

2

5

19

3

4

21

4

4

16

5

3

5

29

6

1

23

7

2

7

8-9

2

50

8-9

3

8

10-11

1

51

10-11

1

Note:

Refer to Table 18 for content of predictor items.
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(3).

To compare with the results shown in Table 18, a rank order

listing of pretest top ten importance items was compiled for each work
shop group.

By compiling an average rank of these items the list shown

in Table 20 displays the most important predictor items common to each
workshop group.

This list in addition to the list compiled in Table 18

comprise the master list of important predictors leading to effective
workshops displayed in Chapter V.
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TABLE 20

RANK ORDER OF THIRTEEN MOST IMPORTANT PREDICTOR ITEMS COMMON TO EACH WORKSHOP GROUP

Rank

Predictor

W.E.Q. Item
Number

Further reproduction prohibited without permission.

1-2

Meeting and interacting with other educators.

20

1-2

Workshops are a valuable inservice technique.

45

3-5

The facilities use were adequate for small group use.

18

3-5

A person becomes less effective when he is not willing to make
changes.

19

3-5

My superiors are supportive of the workshop topics.

21

6-13

There was sufficient opportunity provided for interaction
among participants.

10

6-13

Workshops that I have attended have been a worthwhile experience.

11

6-13

Workshop objectives were adhered to by the leaders.

16

6-13

The workshop objectives were met.

24

6-13

Practical experiences were provided to emphasize objectives.

25
(continued)
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TABLE 20 (continued)

Rank

Predictor

W.E.Q. Item
Number

6-13

Participants were earnestly at work on the task.

27

6-13

I was aware of the workshop objectives from the start.

49

6-13

As a result of this workshop my effectiveness will increase.

50

95
(4).

To isolate the importance predictor items perceived by

participants as being the least important predictors of effectiveness,
pretest grand mean scores were calculated and rank ordered.
sulting unimportant items are shown in Table 21.

The re

The most significant

response within this table is item 12 being ranked fifty-first.

Although

much of the current literature encourages workshop leaders to involve
participants in the planning phase of the experience, respondents in
this study rated participant involvement as being the least important
predictor.

Also contrary to the beliefs of many writers, participants

listed the following items as being relatively unimportant:
1.

An appropriate variety of teaching methods was used by
workshop leaders, (item 22).

2.

Follow-up sessions should be given to provide reinforcement,

3.

It would be more valuable to space a workshop's learning

(item 22).

experiences over a longer period of time, (item 14).
Item 15, concerned with making changes and ranked as forty-third
may be an indicator of participant, attitude and purpose of attendance
which resulted in the low change scores.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

TABLE 21

TEN PREDICTOR ITEMS PERCEIVED AS LEAST IMPORTANT BY EDUCATIONAL ADMINISTRATORS

Rank

Predictor

W.E.Q. Item
Number

42

Superiors in my district reinforce my workshop experiences.

43

I intend to make changes in light of new information

15

44

The workshop helped me develop more effective leadership skills.

26

45

An appropriate variety of teaching methods was used by workshop
leaders.

47

46

I have already made plans to implement the concepts of the workshop.

37

47

Follow-up sessions should be given to provide reinforcement.

22

48

The central administration and/or school board will encourage
change prompted by this workshop.

13

49

It would be more valuable to space a workshop's learning experiences
over a longer period of time.

14

50

The explanations were too complex.

36

51

I was involved in the planning of the workshop.

12

5

VO
OV

97

Statement Four:

To report the difference between the amount each

predictor was present in the workshop experience and the perceived impor
tance of each predictor.
(1).

To illustrate relative presence scores for important items

the profile shown in Figure 5 was constructed showing the presence
score for each of the eleven most important items.

The most important

items were determined by using the grand means from the pretest data.
The corresponding presence score for that item number was placed on the
profile to determine the relationship between presence and perceived
importance.
The profile clearly shows a strong linear pattern of presence on
the most important items.

All of those items perceived as most impor

tant were highly present in the workshop experience.

Presence scored

slightly higher than importance on these top eleven predictor items.
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Figure 5.— Profile Comparison of Present Mean Scores With Eleven Most
Important Predictor Mean Scores from Total Participant Group

(2).

To illustrate relative presence scores for the important

items as perceived by the participants of individual workshops a profile
was constructed showing the presence score for each of the ten most
important items.

The most important items were determined by finding

the grand mean of the ten most important items for each workshop.
The findings displayed in Figure 6 show a close relationship of
presence to importance.

By individual workshops the profile reveals

the following:
1.

Workshop A ;

The items considered most important scored slightly

lower (-.2) in presence, (1.330 to 1.594).
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2*

Workshop B :

3.

Workshop C :

The presence of important items was closely aligned,

(1.444 to 1.561).
The presence score was lower than importance, (2.005

to 1.643), resulting in the lowest presence of important items
of the seven workshops.
4.

Workshop D : Presence and importance were closely aligned (1.575
to 1.726) with the presence score being slightly higher than
importance.

5.

Workshop E ; Importance

scored higher than presence, (1.430

to

scored higher than presence, (1.402

to

scored higher than presence, (1.325

to

1.700).
6.

Workshop F : Importance
1.634).

7.

Workshop G : Importance
1.421).

Although there was no apparent difference between importance and
presence on those important items, six of the seven workshops show the
participants to perceive important items to be slightly less present.
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Figure 6.— Profile Comparison of Present Mean Scores With Ten Most
Important Mean Scores for Each Workshop

(3).

To display the relationship of item category importance scores

with their corresponding presence score a profile was constructed and
presented in Figure 7.

Using the pretest data a grand mean for each of

the eight item categories was calculated for importance and for presence.
The item categories are:
1.

Clarity of objectives.

2.

Delivery System of the Workshop.

3.

Physical Facilities.

4.

Human Relations.

5.

Attitude Toward Experience.

6.

Organizational Reinforcement.

7.

Exposure and Timing.

8.

Motivation for Change.
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As evidenced by the profile, there is a very close relationship
between presence and importance for all item categories.

Item 7 was

perceived as being the least important and having the least presence.
Item 5 scored slightly higher in both areas than other item categories.
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Figure 7.— Comparison Profile of Importance Scores and Amount Present
Scores for each Predictor Item Category

(A).

From the pretest data a grand mean of the top ten presence

scores for the total participant group was calculated.

To display

relative ratings the corresponding importance scores were plotted on
the profile shown in Figure 8 to determine the relationship between
present scores and perceived importance scores.
Figure 8 clearly reveals a close linear relationship between most
present items and their perceived importance.

Presence was consis

tently higher than importance on those items displayed.
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(5).

Profile Comparison of Top Ten Amount Present Scores with
Corresponding Perceived Importance Score from Total
Participant Group

To illustrate relative presence scores on the least important

items the profile in Figure 9 was constructed.

Least important items

were determined by using the grand mean scores from the pretest data.
The corresponding presence score for that item was placed on the profile
to display the relationship between presence and perceived importance.
As evidenced by the profile, the least important items were also
relatively low in presence.

Item 12, which deals with participant

involvement in planning workshop experiences was perceived as being the
lowest in importance and the lowest in presence.
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Item Number

2.0

3 .0
3 .2
3 . if
s 3 .6

.Presence

Importance

Figure 9.— Profile Comparison of Present Mean Scores with Ten Least
Important Mean Scores from Total Participant Group

To determine to what extent participants had changed their percep
tions between the pretest and the posttest the profile displayed in
Figure 10 was constructed.

The profile shows the relationship between

pretest-posttest presence scores and pretest-posttest importance scores
for each of the fifty-one predictor items.

Grand mean scores were

calculated for each predictor item and plotted on the profile.
The profile illustrates that there was very little variation in
scores between the pretest and the posttest.

Participants did perceive

items 14, 15, and 16 to be more important on the posttest than on the
pretest.

These items are:
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Item 14 :

It would be more valuable to space a workshop's learning

experiences over a longer period of time.
Item 15:

I intend to make changes in light of new information.

Item 16:

Workshop objectives were adhered to by the leaders.

Also, a trend is shown by presence consistently being slightly
lower on posttest scores and importance consistently being slightly
higher on posttest scores.
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Means and Pretest-Posttest Importance Means from all
Participants on Each Predictor Item
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A summary of this study, a discussion of the findings, implications
for the field of educational administration, and suggestions for future
study are presented in Chapter V.
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CHAPTER V

SUMMARY AND IMPLICATIONS

Introduction

This chapter will provide the reader with a brief review and summary
of the purposes and design of the study, discuss the findings in relation
to the research statements posed, present the implications derived from
the findings, and make suggestions for future study into workshop effec
tiveness .

Summary

For nearly fifty years, workshops, in some form, have been a promi
nent part of inservice education.

Business and industry have perfected

this method to meet the needs of a specific group of people and on specific
topics.

In the field of education financial resources have been expended

too, to upgrade the skills of the practicing educational administrator.
Through the work of Kirkpatrick (1960) a procedure for evaluating
and classifying various delivery systems was developed.

His work became

the theoretical base for this study.
The intent of this study was to investigate workshop effectiveness
and determine its worth as a delivery system in the inservice training
of educational administrators.

Effectiveness was studied from the stand

point of initial perception, pretest importance, presence, and effective-

111
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ness scores, and posttest comparisons.

These factors also resulted in

a determination of the job behavior change that occurred as a result of
workshop attendance.
Seven workshops, held throughout Michigan, provided the sample which
consisted of three hundred thirteen participants.
ness Questionnaire

The Workshop Effective

(W.E.Q.), designed by the investigator, was adminis

tered on a pretest, posttest basis.

The pretest being given at the com

pletion of each workshop and the posttest two months later.
Frequency distributions were compiled for the initial (biographical),
findings from the pretest data.

To determine workshop effectiveness

correlation coefficients were computed on presence, importance and
effectiveness scores.

Analysis of job behavior change was accomplished

by computing correlation coefficients between change scores and effective
ness scores.

Using the items perceived as most important a list of

important predictors of effective workshops was compiled.

The difference

between importance and presence was studied by constructing a series of
profiles.

Discussion of the Findings

Due to the nature of the data and the procedures used in analyses,
the findings will be discussed in the context of the initial findings
and the research statements.
Initial findings
The initial findings were developed by compiling the information
provided by the "General Information" and "Biographical" sections of
the W.E.Q.
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The results of this compilation show that workshop attendance
peaks at ages twenty-six through fifty and that educational adminis
trators beyond the age of fifty seldom attend workshops.

Participants

indicated that the workshop expenses were usually provided by their
employer and not paid from participant resources.

94 percent of the

participants who were educational administrators were male, simply
indicating a lack of females in the administration areas.
Five of the workshops could be classified as residential workshops.
There were no significant differences in their effectiveness scores to
indicate an advantage of residential or non-residential.
Two workshops were "multi-session" workshops.

One of these rated

very high the other very low in effectiveness indicating no evidence
of multi-sessions being more effective.
Participants found the physical arrangement variables; which were,
living arrangements, meeting rooms, food, site, travel, and time to be
good or very good indicating that workshop coordinators have perfected
these components.
The overall assessment of the delivery system combining all work
shops indicated that the majority of participants rated this in the
middle ranges indicating a need for more productive planning and imple
mentation.

For further information about the initial findings, see

Appendices B and C.
Research statement one:

To determine workshop effectiveness through

the use of selected process predictors.
Understanding the workshop objectives from the start of the exper
ience was rated as being highly important but lower in presence indicat
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ing a need for leaders to insure participants of what is planned and
how these plans are to be accomplished.

One method of solving this

would be to involve participants in the planning phase.

Suprisingly,

participants rated planning involvement as the lowest importance item
of the fifty-one predictors.

This could indicate that participants want

to know what is expected but without placing any extra effort upon
themselves.
As a group, participants perceived that facilities were not highly
important to workshop effectiveness.

They did rate the facilities used

as very high.
The time of year that a workshop is presented seems to be of little
importance to participants.

This study was conducted during the first

half of the school year which resulted in no data being collected to
determine the difference in effectiveness as related to the time of year.
Findings from the question dealing with the participants adhering
to workshop objectives indicated that many participants do not see
others as adhering to objectives but feel that this is a very important
item.

One possible conclusion is that participants do not want to exert

effort even though they know they should.
The overall effectiveness scores for each workshop indicated that
educational administrators do perceive workshops as being an effective
inservice technique.
Combining the overall effectiveness scores, the overall ratings
from the initial findings and the total presence scores the conclusion
is that, in general, participants of the sample workshops perceived the
experience to be worthwhile and beneficial to their education.
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Research statement two:

To determine the degree of perceived job

behavior change that results from the workshop experience.
Findings indicated a close relationship between workshop effective
ness and job behavior change.

The percentage of change must take into

consideration the topics covered during the workshop.

Topics may have

overall usefulness or may be specific, to an immediate need of the parti
cipant.

For example, Workshop B ranked fourth in effectiveness but

produced the highest percentage of participants reporting a specific
job behavior change.

This workshop presented topics that were pertinent

to immediate needs and lent themselves to immediate implementation.
Some other workshops presented more generalized long-range topics that
would be more difficult to implement in a short time and more difficult
to measure the change.
Participants consistently perceived a higher rate of change than
actually occurred.

As measured by pretest predictions and posttest

actual change scores, participants evidently felt strongly toward
making changes upon the completion of the workshop but after returning
to their jobs did not or could not follow through with the predicted
change.

This may give evidence for the need for follow-up sessions to

provide reinforcement to learned skills.
The resulting percentage of all participants producing an actual
change in behavior was only 50 percent indicating that, if job behavior
change is an important outcome of the learning experience, then the
workshop method is not providing this opportunity for the majority of
its participants.
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Research statement three:

To construct a list of process predictors,

indicating their effect upon workshop experiences.
By combining the lists produced from Tables 18 and 20 the following
list is provided as indicators of successful workshops.
1.

Participants should be provided time and encouraged to inter
act with other participants.

2.

Participants perceive workshops to be a valuable inservice
technique.

This attitude should be encouraged by providing

well planned and professionally implemented workshops.
3. Participants perceive that a willingness to make change is
important to the diffusion of change.

Workshop leaders

should find ways to instill the need for change within the
participants.
4.

Participants feel that, in order for change to come about,
their superiors must be supportive of the workshop topics.
Workshop leaders should attempt to involve appropriate
superiors in the experience or at least contact these
individuals to inform them of the objectives of the work
shop and encourage their support.

5.

Participants report the importance of workshop leaders adher
ing to the objectives of the workshop.

Leaders should provide

appropriate objectives, based upon sound planning and follow
those objectives throughout the experience.
6.

Participants reported the importance of workshop leaders
providing a wide variety of professional resources.

Leaders

should acquire the services of individuals with expertise
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specific to the workshop objectives.

Too often someone within

the group is asked to provide expertise that he does not possess.
7. Participants

perceived small group activities as being very

important to the experience.

Also important is the need to

provide appropriate facilities to accomodate small groups.
Leaders should consider small group activities as being neces
sary and provide for them during the planning phase.

This

includes arranging for appropriate activities and appropriate
facilities.
8. Participants

feel that a workshop should provide input that

results in a change in their job behavior.

Leaders should

develop objectives based upon the needs of the participants
and provide the necessary information and skills to direct the
participant toward change.
9.

Participants want the workshop experience to be based upon
relevant and specific objectives and to completely understand
these objectives from the beginning of the experience.

10.

Participants realize the need for their cooperation and that
they must adhere to the workshop objectives.

Through proper

planning and a dynamic and effective delivery system leaders
can take advantage of participant attitudes.
11.

Participants reported that intending to implement the models
and/or techniques presented at the workshop is important.
Considering the relatively low indication of actual job behavior
change that resulted from the sample workshops, leaders should
find ways to assist participants in carrying out their intention.
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12.

Participants felt that the delivery system of the workshop
should include a wide variety of methods.

Leaders should

consider many approaches to accomplishing objectives and
choose a variety of methods considering only those that are
most useful.
From the above important items the check list presented in Figure
11 was compiled to assist workshop leaders.
Research statement four:

To report the difference between the amount

each process predictor was present in the workshop experience and the
perceived importance of each predictor.
A series of profiles were constructed to develop a response to this
statement.

The close relationship of presence on the most important

items indicates that those items perceived by educational administrators
to be most important during a workshop experience were highly present
during the workshop experience.

This was true for the total participant

group and for individual workshop groups.

From these findings one

might conclude that the presence of important items is not a strong
indicator of workshop effectiveness.

Before one makes this conclusion

one must consider that on a scale from one to five the lowest effective
ness score was 2.335, pointing out that all workshops studied were rated
as effective and the discussion only discriminates between the rank order
of seven effective workshops.

The generally high presence scores on all

items points out that the workshops were planned experiences and all
resulted in general satisfaction.
By viewing the results of the presence and importance scores for
the eight item categories, exposure and timing, meaning the length of
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Check List for Workshop Leaders

______ Participants have been provided time to interact with other
participants.
______ Planning was accomplished systematically and includes:
______ Knowledge about those to be participants.
______ Goals and objectives that reflect the needs of participants.
______ Selection of delivery system that accomplishes the objectives.
______ Selection of well qualified individuals to present information
and assist participants.
______ Selection of evaluation procedures to measure effectiveness.
______ Provisions made to assist participants in making change.
______ Provisions made to include and/or inform superiors of participants
about workshop objectives.
______ A wide variety of professional resources have been provided for.
______ Appropriate small group activities have been planned.
______ Participants will know what is expected of them from the beginning.
______ A wide variety of instructional methods are planned.

Figure 11.— Check List for Workshop Leaders
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the workshop and the time of year it was conducted, are the least
important factors to successful workshops.

Attitude toward experience

was considered the highest category of importance.

As discussed earlier,

participants may arrive with good attitudes but must be reinforced by
relevant input to maintain their attitude toward learning.

All of the

item categories were considered important enough to be considering
factors when planning for effective workshops.
Involvement in planning by the participants was considered rela
tively unimportant and was not present for five of the seven workshops.
Possibly participants had not experienced this involvement in the past
and do not appreciate its significance.

Participants of the two work

shops that did involve them in planning also rated planning involvement
as low.

The investigator believes that participant involvement in

planning is an important factor leading to successful experiences.
Obviously the findings of this study do not substantiate this belief.
Other data provided
To determine consistency of responses between pretest and posttest
a profile was constructed.

The implications from this data point out

that responses were relatively consistent.

There was a significant

trend indicating lower presence scores on the posttest and higher impor
tance scores on the posttest.

A possible conclusion is that participants

perceive a wider spread between presence and importance two months
after the completion of the experience than was perceived immediately
following its' completion.
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Investigator's perceptions
During the five months taken to gather the required data of this
study the investigator attended twelve workshops and discussed their
effectiveness with leaders and participants.

The following comments

are a result of these discussions and observations.
1.

Workshop leaders were honestly attempting to provide meaningful
experiences for participants.

Some of these failed to plan in

terms of specific objectives and
school finance the objective.

would call, for example,

Before participants can be

expected to arrive at specific learning outcomes leaders must
have specific objectives.
2.

Participants in general were most enthused about involvement
activities and were critical of speakers.

3.

Two of the workshops offered university credit for attendance.
Many participants of these workshops openly commented that this
was the easiest means of obtaining credits.

They reported that

there were no academic requirements and no examinations.

This

is not to imply that there was no learning taking place only
that the motivation for attending may have been based upon
easy credit.
4.

Five of the workshops were residential in nature, meaning that
participants were away from home for at least one night.

Par

ticipants reported that they liked this approach as it was an
opportunity to be away from their usual environment.

This, they

stated, provided an opportunity to relax and to concentrate on
the topics at hand without external interference.
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5.

Some participants reported that they did not see the need for
workshop evaluation.

Some leaders indicated that they usually

did not evaluate workshop experiences but thought that it should
be done.

It is interesting that the two workshops that had

included evaluation procedures in the initial planning of the
workshop were the workshops having the highest effectiveness
scores.
6.

Participants tended to rate workshop experiences high.

The

effectiveness scores were accurate as to rank but the workshop
receiving the lowest effectiveness score,

(2.335), should have

been rated on a scale of one to five, in the four range.

Implications for the Field of Educational Administration

This study was designed and executed for the purpose of determining
the effectiveness of workshops as an inservice education technique for
developing and expanding the skills of educational administrators.

The

following implications are expressed to stimulate further thinking and
to clarify the message of this study.
1.

To develop the skills suggested by the three skill approach
of Katz (1955) the workshop can be an effective delivery system.
To be effective, workshop leaders must properly plan the exper
ience and evaluate the outcome.

2.

Effective planning requires a systematic approach.

The inves

tigator suggests consideration of the following steps,
a.
b.

Knowledge about those who will be participants.
Goals and specific objectives developed that reflect the
needs of the participants.
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c.

Select the delivery system that will effectively meet the
obj ectives.

d.

Select qualified individuals who are to present information
and assist participants.

e.

Allow ample time for participants to absorb and synthesize

f.

Select the evaluation procedure that will objectively

concepts.

measure outcome in relation to objectives.

The prime pur

pose of this evaluation should be to measure the effective
ness of the workshop not to test the ability of participants.
3. By combining the indications supplied by the overall ratings
from the initial findings,

the effectiveness scores, and the

total presence scores, the study leads to the conclusion that
workshops are an effective delivery system for the inservice
education of educational administrators.
4.

As this study pointed out,

effectiveness encompasses many con

cepts.

behavior change is one of these.

The concept of job

The findings imply that job behavior change was not an outcome
for fifty percent of the participants.

For those participants

of one of the sample workshops change occurred with only
twenty-six percent.

It appears that the diffusion of change

for workshop participants is not being satisfied at a satis
factory rate.
5.

The list of important items to consider when planning workshop
experience is not intended to be all inclusive but to serve as
a guide to workshop leaders.
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6.

The data point out that presence and importance on specific
predictor items is closely alligned.

Workshop participants

rated all items within the upper three ranges of the five point
scale.
7.

This implies strong support for the workshop method.

Pretest and posttest results were consistent as to the responses
on each item.

This indicated a persistent measure of presence

and importance of the fifty-one predictor items.
8.

In order to gain full benefit from a workshop experience educa
tional administrators should become aware of the objectives,
develop their own objectives based upon their expectations and
their intended use of the information and skills provided, and
insist upon a high level delivery system.

Suggestions for Future Study

This study has stimulated suggestions to consider for other approaches
in studying this field.

Some of the following suggestions might develop

into meaningful studies.
1. Developing the study over a longer period of
an increase of the sample.

time would allow

A limited number of workshops

falling within the constraints of this study are available
within a six month period.
2. There appears to be many advantages of using
workshop approach.

the multi-session

A comparison of short term with multi

session workshops in relation to effectiveness and job behavior
change could be a valuable contribution.
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A survey could be conducted with educational administrators
to determine the perceived effectiveness of workshops in
general.
The study points out the need to investigate the process of
change.

Why change does not occur, what factors lead to the

diffusion of change, and if participants perceive change as
being important.
In addition to the questionnaire technique, an interview
schedule could be used to determine the answers to more
specific questions.
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1.

Your name_________________________________________
Name will be kept anonymous

2•

Age______

3.

Mailing address___________________________________

4.

Present
position_

7.

As
Asminis tra tor

5.

Size of district (Pupil enrollment)_______________

6.

Total years experience in education_______________

8.

Reason for attending workshop, check initial force
Self-motivation____________
Direction of superior______
Institutional credit_______
Other, explain____________________________________

9.

Costs paid by:
Employer_____________________ , Self____________________ , Grant from____________________________
Other, explain__________________________________________________________________________________

10.

Have you attended workshop on this topic before?

11.

If you would like to have a copy of the summary findings of this evaluation check here________

(Circle)

YES

NO

12.

How do you feel about each of the following:
(Please check)
Very good______ Good________ Average_______ Poor_______ Very Poor
Living arrangements
__________________________ _____________ __________________________
Meeting rooms
_________________________________________________________________
Food__________________________ _________________________________________________________________
Workshop Site
_________________________________________________________________
Travel arrangements___________ _________________________________________________________________
Amount of time for Workshop
__________________________________________________________________
YOUR ANSWERS TO THE QUESTIONS WILL BE KEPT CONFIDENTIAL

WESTERN MICHIGAN UNIVERSITY
Department of Educational Leadership

Wayne R. Robbins
3102 Sangren Hall
Kalamazoo, Michigan

49001
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WORKSHOP EFFECTIVENESS QUESTIONNAIRE
Biographical Data

1.

What was especially good about the workshop?

2.

Were the workshop methods effective?

3.

What specific knowledge or skill did you gain that will make you more effective on the job?

4.

Was each topic adequately covered?

5.

Considering the entire program, rate each of the workshop areas:
Circle under each category: 1- for Very High 2- for Worthwhile

Workshop Areas

6.

If not, explain:

If not, explain:

Objectives
Understood

Presentation
Format

3- for Some Value

4- for
No Value

Objectives
Met

Total Area
Assessment

Group Process

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

Awareness of Others

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

Mental Health

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

Public Relations

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

Over-all Rating

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

Please comment on items above that you rated, 4- No Value.

NOTE:

Topics were changed to coincide with each workshop.
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WORKSHOP EFFECTIVENESS QUESTIONNAIRE
General Information

On the following pages is a list of items that may be used to describe your reaction
or a perception of a behavior or attitude. Each item describes a specific kind of
perception. Although some items may appear similar, they express differences that
are important in the description of leadership or the effectiveness of the workshop
experience. This is not a test of ability or consistency in making answers. Its only
purpose is to make it possible for you to describe, as accurately as you can, your
perceptions of yourself and of the workshop experience.

'1

l^

rt

< <

(80-100%)
(60-80%)
(40-60%)
(20-40%)
(0-20%)

*
*

IMPORTANCE:
Please check also the
relative IMPORTANCE of
this predictor in light
of what should be.

erf

5
o
S

EFFECTIVENESS QUESTIONS
Draw a circle around one of the five letters (A B C D E)
to show the response you have selected.

8

RESPONSE OPTIONS
A-Almost Always
B-Usually
C-Occasionally
D-Seldom
E-Rarely

Almost
Always

AMOUNT PRESENT
w 11
0D

*

Rarely

AMOUNT PRESENT:
Please check the relative
amount this predictor was
PRESENT in your workshop
experience.

A

B

D

D

E

1. The techniques learned at the workshop will improve my
job behavior.

A

B

C

D

E

A

B

C

D

E

2. The methods of instruction utilized during the workshop
were conducive to learning.

A

B

C

D

E

A

B

C

D

E

3. The facilities provided a positive learning atmosphere.

A

B

C

D

E

A

B

C

D

E

4. The workshop gave me new and valuable insights into
management.

A

B

C

D

E

A

B

C

D

E

5. Superiors in my district reinforce my workshop
experiences.

A

B

C

D

E
140
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WORKSHOP EFFECTIVENESS QUESTIONNAIRE
Predictors

PRESENT

IMPORTANCE

B

C

D

E

6. The length of the workshop was about right for the topic.

A

B

C

D

E

A

B

C

D

E

7. I feel that the workshop experience will be beneficial
to my job performance.

A

B

C

D

E

A

B

C

D

E

8. 1 understood the workshop objectives from the start.

A

B

C

D

E

A

B

C

D

E

9. I encourage the use of systematic procedures.

A

B

C

D

E

A

B

C

D

E

10. There was sufficient opportunity provided for
interaction among participants.

A

B

C

D

E

A

B

C

D

E

11. Workshops that I have attended have been a worthwhile
experience.

A

B

C

D

E

A

B

C

D

E

12. I was involved in the planning of the workshop.

A

B

C

D

E

A

B

C

D

E

13. The central administration and/or school board will
encourage change prompted by this workshop.

A

B

C

D

E

A

B

C

D

E

14. It would be more valuable to space a workshop's learning
experiences over a longer period of time.

A

B

C

D

E

A

B

C

D

E

15. I intend to make changes in light of new information.

A

B

C

D

E

A

B

C

D

E

16. Workshop objectives were adhered to by the leaders.

A

B

C

D

E

A

B

C

D

E

17. Objectives were met through various methods.

A

B

C

D

E

A

B

C

D

E

18. The facilities used were adequate for appropriate
small group use.

A

B

C

D

E
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amou n t :
a

IMPORTANCE

A

B C

D E

19. A person becomes less effective when he is not willing
to make changes.

A

A

B C

D E

20. Meeting and interacting with other educators is a major
purpose of workshops.

A B O D E

A

B C

D E

21. My superiors are supportive of the workshop topics.

A B O D E

A

B C

D

22. Follow-up sessions should be given to provide
reinforcement.

A B O D E

A B O D E

E

B O D E

23. People want to make changes in order to improve their
profession.

A B O D E

A B O D E

24. I feel that the workshop objectives were met.

A

A B O D E

25. Practical experiences were provided to emphasize
objectives.

A B O D E

A B O D E

26. The workshop helped me develop more effective leadership
skills.

A B O D E

A B O D E

27. Participants were earnestly at work on the task.

A B O D E

A B O D E

28. I am convinced by the workshop discussions that change
is needed.

A B O D E

A B O D E

29. Professional resources were utilized during the workshop
to provide a broader scope.

A B O D E

A B O D E

30. Workshops presented during the early part of the
school year are most effective.

A B O D E

B O D E
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AMOUNT PRESENT

IMPORTANCE
31. I intend to implement the models and/or techniques
presented at the workshop.

A

B

C

D

E

A B O D E

32. The workshop objectives were directly related to my
j ob needs.

A

B

C

D

E

33. If change is to occur as a result of this workshop,
it will be my responsibility.

A

B C

D E

A B O D E

34. The facilities used can make the difference between
a good or poor workshop.

A

B C

D E

A B O D E

35. If my superiors had attended this workshop, there would
be more likelihood of change.

A

B C

D E

C

D

36. The explanations were too complex.

A

B C

D E

C

D

37. I have already made plans to implement the concepts
of the workshop.

A

B C

D E

38. I was sure of where we were going and had a definite
sense of direction.

A

B C

D E

A B O D E

A

B

C

D

A B O D E

39. The explanations were what I desired and needed.

A

B C

D E

40. I gained specific knowledge and/or skills that will make
me more effective in my job performance.

A

B C

D E

41. We were senstive to the needs of other participants.

A

B C

D E

42. The atmosphere of the workshop helped productivity.

A

B C

D E
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A B O D E

IMPORTANCE

A

B

C

D

E

43. The workshop topics were pertinent to my job description.

A

B

C

D

E

A

B

C

D

E

44. The district where I am employed is open to change.

A

B

C

D

E

A

B

C

D

E

45. Workshops are a valuable in-service technique.

A

B

C

D

E

A

B

C

D

E

46. The topics discussed will increase my on-the-job
technical skills.

A

B

C

D

E

A

B

C

D

E

47. An appropriate variety of teaching methods was used
by workshop leaders.

A

B

C

D

E

A

B

C

D

E

48. I typically take new ideas and put them into practice.

A

B

C

D

E

A

B

C

D

E

49. I was aware of the workshop objectives from the start.

A

B

C

D

E

A

B

C

D

E

50. As a result of attending this workshop my effectiveness
will increase.

A

B

C

D

E

A

B

C

D

E

51. Workshop objectives were adhered to by the participants.

A

B

C

D

E
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Workshop:

Field Seminar
Objectives
Understood

Presentation
Format

Objectives
Met

Total Area
Assessment

Group Process

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

Awareness of Others

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

Mental Health

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

Public Relations

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

Over-all Rating

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

Workshop Areas

Workshop:

4

Analysis of Teaching Strategies
Objectives
Understood

Presentation
Format

Objectives
Met

Total Area
Assessment

Reciprocal Category System

1 2

3

4

1 2

4

1 2

3

4

1 2

3

4

Effective Questioning
Techniques

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

Simulation Exercises

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

Over-all Rating

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

Workshop Areas

3
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The following are the topic categories used for each workshop.
Second page, item five, of questionnaire.

Community School Administrators

Workshop Areas

Objectives
Understood

Presentation
Format

Objectives
Met

Total Area
Assessment

Public Relations
Presentation

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

Small Group Exercise

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

General Discussion

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

Idea Sharing

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

Over-all Rating

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

Workshop:

Administrator Extern

Workshop Areas

Objectives
Understood

Presentation
Format

Objectives
Met

Total Area
Assessment

Hospital Organization &
Management

1

2

3

4

1

2

3

4

1

2

3

4

1

2

3

4

Michigan School Finance

1

2

3

4

1

2

3

4

1

2

3

4

1

2

3

4

Special Education Sectional

1

2

3

4

1

2

3

4

1

2

3

4

1

2

3

4

Elementary Principals
Sectional

1

2

3

4

1

2

3

4

1

2

3

4

1

2

3

4
4

Secondary Principals
Sectional

1

2

3

4

1

2

3

4

1

2

3

4

1

2

3

Multi-Discipline Sectional

1

2

3

4

1

2

3

4

1

2

3

4

1

2

3

4

Superintendents Sectional

1

2

3

4

1

2

3

4

1

2

3

4

1

2

3

4
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Workshop:

Flint National

Workshop Areas

Objectives
Understood

Presentation
Format

Objectives
Met

Total Area
Assessment

1.

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

2.

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

Over-all Rating

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

Workshop:

Michigan School Boards

Workshop Areas

Objectives
Understood

Presentation
Format

Objectives
Met

Total Area
Assessment

Relationship with Public

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

Policy and Administration

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

Relationship-Superintendent/Staff

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

Over-all Rating

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4
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Workshop:

Accountability

Workshop Areas

Objectives
Understood

Presentation
Format

Objectives
Met

Total Area
Assessment

Performance Objectives

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

Needs Assessment

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

Evaluation

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

Delivery System Analysis

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

Over-all Rating

1 2

3

4

1 2

3

4

1 2

3

4

1 2

3

4

148

Further reproduction prohibited without permission.

APPENDIX B

Initial Evaluation Data

149

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

150

Initial Evaluation Data
WORKSHOP A
December 10, 1972

The following are initial findings. A more comprehensive report
will be provided after the completion of the "workshop effectiveness
study."
There were 41 respondents to the questionnaire.

Position of Respondents:
Director ..............
Teacher ..............
Business Manager . . . .
Graduate Student . . . .
Assistant Superintendent
Counselor
............
Administrative Assistant
............
Principal
Assistant Principal . .
Board Member ..........
TOTAL ..............

Reason for Attending:
5
9
1
1
2
2
1
11
8
1
41

Self-motivation . . .
Direction of superior
Institutional credit .
Other ..............

Cost Paid By:
t, i
Employer . . . .
7
S e l f ............34
G r a n t .......... 0
O t h e r .......... 0

. 13
. 1
. 25
. ?

Have you attended a. workshop
on this topic before?
c--------Yes
. . . 14
No
. . . 27

Response to Physical Items:
Very
Good

Good

Average

Poor

Very
Poor

No
Response

Living arrangements

29

12

0

0

0

Meeting rooms

24

15

1

0

0

1

Food

18

20

2

0

0

1
0

0

Workshop site

14

19

8

0

0

Travel

15

15

8

1

0

2

Time

11

26

4

0

0

0

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

Ratings of individual sections of the workshop:
1 Ob j Known 1 Format
1 2 3 4 1 2 3

4

Ob j Me t
Total Assess
1 2 3 4 1 2 3 4

Group Process

19 21

1

0

11 26

3

0 11 26

3

0

8 30

2

Awareness of Others

18 17

5

0 16 15

6

1 16 L4

7

1 16 17

4

1

Mental Health

13 17 10

9 16 13

0

Public Relations

13 18 10

Over-all Rating

9 29

3

0

0

0

8 20 13

0 10 15 16

0 10 15 16

0

8 25

0

0

0

Responses to General Questions:
making response.

1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.

1 10 15 13

0

1-for Very High
2-for Worthwhile

Question 1:

9 16 12

0

7

7 28

5

6 28

6

3-for Some Value
4-for No Value
Questions and number of participants

"What was especially good about the workshop?"

Interaction between various levels of responsibility (4)
Individual involvement (2)
Speakers (2)
Problem solving clinic (16)
Developing leadership skills
Accountability presentation (5)
Goals and objectives session (3)
Group decision making
Public relations presentation (4)
Strength bombardment
The wide variety of topics
Good practical information
The seminar director
Public relations activities

Question 2:

"Were the workshop methods effective?

If not, explain."

Yes . . . 34
No . . .
7
1.
2.
3.

Yes, but lectures and talks were not well integrated with
activities
Too much lecturing and not enough doing (8)
Yes, except for generally poor speakers
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Question 3^:
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.
16.

"What specific knowledge or skill did you gain that
will make you more effective on the job?"

Understanding of accountability (5)
How to manage a campaign for voter approval (2)
Insight into solving common problems (8)
Appraisal of public attitude
Use of groups in public relations
Development of group maintenance
Ability to specify goals and objectives (4)
Priorities for goals
Public relations (6)
Methods and awareness (3)
Group dynamics applied to public relations
Concern for a more positive approach in education
Better future planning before acting
Use of operations such as Delphi, NASA, etc.
New ideas on teaching the physically handicapped
Reinforcement of ideas.

Question 4:

"Was each topic adequately covered?

If not, explain."

Yes . . . 34
No . . .
7
1.
2.
3.
4.
5.
6.

Too broad a topic, should have been more specific
The newspaper man thought he had all the answers, defensive
Not enough time on accountability
Speaker not effective
Time limited, as were all workshops
Public relations was covered from a superintendent's
standpoint
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Initial Evaluation Data
WORKSHOP B
December 6, 1972

The following are initial findings. A more comprehensive report
will be provided after the completion of the "workshop effectiveness
study. "
There were 30 respondents to the questionnaire.

Position of Respondents:
Teacher ..............
Principal
............
Supervisor ............
Other ................
TOTAL ..............

Reason for Attending:
. 10
. 11
. 4
. 5
. 30

Self-motivation . . .
Direction of superior
Institutional credit .
Other , - ..........

. 25
. 2.

. 0
.

3

Cost Paid By :
Employer . . . . 15
S e l f .............0
G r a n t ...........0
O t h e r ..........15
Have you attended a_ workshop on this topic before?
Yes . . . 5
No . . . 25
Response to Physical Items:
Very
Good

Good

Average

Poor

Very
No
Poor Response

Living arrangements

18

8

2

0

0

2

Meeting rooms

18

12

0

0

0

0

Food

11

13

2

2

0

2

Workshop site

23

7

0

0

0

0

Travel

13

13

2

0

0

2

Time

10

18

2

0

0

0
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Ratings of individual sections of the workshop:
Obi Known | Format
1 2 3 4 1 2 3

Ob j Met
Total Assess
1 2 3 4 1 2 3 4

4

Reciprocal Category
System

20

5

0 10 18

2

0 18 10

2

0 18

7

5

0

Effective Question
ing Techniques

18 12

0

0 15 13

2

0 13 15

2

0 13 15

2

0

Simulation
Exercises

15 13

2

0

2 26

2

0

0 28

2

0

2 26

2

0

Over-all Rating

13 15

2

0 10 20

0

0 10 18

2

0

8 22

0

0

1-for Very High
2-for Worthwhile
Responses to general questions:
making response.
Question _1:
1.
2.
3.
4.
5.
6.
7.
8.
9.

3-for Some Value
4-for No Value
Questions and number of participants

"What was especially good about the workshop?"

Comparison of research findings to current teaching
techniques
Use of new materials
Classroom evaluation techniques (2)
Combination of lectures and practical exercises (4)
Methods for instructional findings
Small group participation (5)
Analysis of teaching (5)
Practical suggestions
Self-evaluation techniques (2)

Question _2:

"Were the workshop methods effective?

If not, explain."

Yes . . . 30
No . . .
0
1.
2.

Yes, but too much time was spent on some techniques
Yes, but needed more time on behavioral objectives

Question _3:
1.
2.
3.
4.
5.
6.
7.

"What specific knowledge or skill did you gain that
will make you more effective on the job?"

Self-analysis (7)
Learned through constructive criticism
Use of the Reciprocal Category System
Questioning techniques (10)
Analysis of teaching (5)
Insights into present "hang-ups" (5)
Classroom interaction
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Question 4_:

"Was each topic adequately covered?

If not, explain."

Yes . . . 29
No . . .
1
1.
2.

Needed more time for an adequate mastery of methods
Yes, but could have had more techniques presented
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Initial Evaluation Data
WORKSHOP C
November 21, 1972

The following are initial findings. A more comprehensive report
will be provided after the completion of the "workshop effectiveness
study."
There were 56 respondents to the questionnaire.

Position of Respondents:
Community School Adm.
Community School Dir.
Director/supervisor . .
Teacher .............
Principal ...........
Counselor ...........
Student
.............
Superintendent .......
Board member ..........
..............
TOTAL
Cost Paid By:
Employer . .
Self . . . .
Grant . . .
Other . . .
No cost . .

Reason for Attending:

. 22

Self-motivation . . .
Direction of superior
Institutional credit .
Other .............

. 10
. 5
. 6
. 6
. 2
. 1
. 3
. 1
. 56

. 35
. 9
. 9
. 3

(Only expense would be for transportation.)
.
.
.
.
.

. 26
. 14
. 5
. 3
. 8

Have you attended a_ workshop on this topic before?
Yes . . . 28
No . . . 28
Response to Physical Items:
Very
Good
Meeting rooms
Food
Workshop site
Travel
Amount of time

Good

Average

Poor

Very
Poor

No
Response

2

18

26

7

0

3

13

23

20

0

0

0

8

26

19

1

0

2

10

22

21

1

0

2

7

18

25

3

2

1
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Ratings of Individual sections of the workshop;
0 31 inown | Format
1 2 3 4 1 2 3

4

1

Obi Me
2 3

Total As sess
4| 1 2 3 4

13 28 10

2

7 27 16

5

7 25 16

3:

827

General Discussion

9 18 17

2

7 16 21

2

4 18 17

5

7 17 21

1

Idea Sharing

9 31 10

1

9 24 17

0 10 22 16

0

8 22 19

0

7 25 18

2

6 23 21

3

3

5 26 19

2

Public Relations

Over-all Rating

1-for Very High
2-for Worthwhile

5 22 20

14

4

3-for Some Value
4-for No Value

Reasons listed for rating 4-No Value:
1.
2.

Presentation did not relate to the group present
Efforts for participation could have been more productive

Responses to general questions:
making response.
Question _1:

1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.

"What was especially good about the workshop?"

Main speaker (presentation, delivery, topic) (17)
Specific use of data-Public Relations
Variety of people attending
Practical information
Nothing (3)
Relevant, crucial topic (7)
Atmosphere (6)
Guests were exposed to regional speaker
Very positive
Positive approach to PR
We started to get positive for a change
Speaker out of the field of education (3)
Informal communication (5)
Question and answer period
The expertise in an area I know too little about

Question 2:

"Were workshop methods effective?

Yes . . .
No . . .
I.
2.
3.
4.
5.
6.

Questions and number of participants

If not, explain.

36
20

Monotonous
Needed small group discussion (3)
He should have related topic to education (7)
Took too long to say too little (2)
Speaker made it on personality, not presentation
Difficult to see visual aids (2)
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Responses to Question 2, continued:
7.
8.
9.

Failed to reach most people
Too many announcements— use newsletter
Speaker was not prepared

Question
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.

"What specific knowledge or skill did you gain that
will make you more effective on the job?"
Use of positive statements, "stated messages" (10)
New methods of PR (13)
PR problem solving
Writing and giving news releases (2)
Incentive to do more PR (7)
What not to do in PR
Regional cooperation
Need for individual relations
PR is for everyone
None (2)
How to develop a PR program (2)
PR is a continual process
How to analyze PR needs

Question 4:

"Was each topic adequately covered?

If not, explain."

Yes . . . 38
No . . . 18
1.
2.
3.
4.
5.
6.
7.
8.
9.

Hard to understand the speaker's point
Poor job of relating PR to education (2)
Too much rambling
Some information not applicable
Not long enough to cover PR (4)
Yes, to the extent of boredom
Too much industry (4)
Poor preparation (2)
Did not have small group discussions (3)
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Initial Evaluation Data
WORKSHOP D
November 19, 1972

The following are initial findings. A more comprehensive report
will be provided after the completion of the "workshop effectiveness
study.11
There were 45 participants responding to the questionnaire.

Position of Respondents:
Principal ............
Assistant Principal . .
Director/Supervisor . .
Assistant Director . . .
Department Chairman . .
Superintendent ........
Asst. Superintendent . .
TOTAL ..............

Reason for Attending:
.
.
.
.
.
.
.
.

22
7
11
1
1
1
2
45

Self-motivation . . . . 20
Direction of superior . 0
Institutional credit . . 23
Other ..............

Cost Paid By:
Employer . . . . 10
S e l f ............35
G r a n t .......... 0
O t h e r ...........0
Have you attended a_ workshop on this topic before?
Yes . . . 25
No . . . 20
Response to Physical Items:
Very
Good
Living arrangements
Meeting rooms
Food

Good

Average

Poor

Very
Poor

0

0

No
Response

17

19

6

6

18

17

3

0

1

10

24

9

0

0

2
0

3

Workshop site

24

16

3

2

0

Travel

13

16

12

0

1

3

Amount of time

11

27

5

1

0

1

Comment:

Crabby cooks— 1 person stated this.
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Ratings of individual sections of the workshop:
0b1 Known
1 2 3 4

1

Format
2 3

Ob) Met
Total Assess
2 3 4 1 2 3 4

4

1

Hospital Org.-Mgmt.

5 20 13

4

9 18 12

2

5 18 15

4

5 20 14

4

School Finance

9 20 12

0

6 21 13

1

8 18 13

1

7 17 15

1

Spec. Ed. Sectional

8

4

0

1

7

4

1

0

7

4

1

0

7

4

0

1

Elem. Principals
Sectional

1

0

2

2

1

0

2

1

2

0

2

2

1

0

1

3

1

Sec. Principals
Sectional

1

2

2

1

1

3

1

1

2

2

1

1

2

2

1

Multi-Discipline

6 11

4

0 10 10

1

0

4 14

3

0

7 13

1

0

1

2

Superintendents
Sectional

2

0

0

0

0

0

1

0

0

1

0

0

Over-all Rating

7 20 16

2

8 19 16

2

7 18 17

3

6 20 15

4

1-for Very High
2-for Worthwhile

3

2

3-for Some Value
4-for No Value

Reasons listed for rating 4-No Value:
1.
2.
3.
4.
5.
6.

Time wasted (Sectional)
Did not see how topic had any relationship
Obvious-no value (Hosp. Mgmt.)
Too much time wasted with no apparent goals (Sectional)
Speaker failed to speak to topic (Hosp. Mgmt.)
Too much rehash and not enough how to do something about
it (Finance)

Responses to general questions:
making response.
Question JL:

Questions and number of participants

"What was especially good about the workshop?"

1 . Contact with other administrators (12)
2.
3.
4.
5.
6.
7.

Sectional meetings (23)
Speakers (4)
School finance (2)
Getting away from usual routine
The concept
Self-identity
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Question 2:

"Were workshop methods effective?

Yesi . . .
No . . .

1.
2.
3,
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.

If not, explain."

26
17

General sessions were not too helpful
Moved too slowly
Speakers were not effective
Speakers had little relevance
Common interests are not being tied together
Poor speakers (2)
Insufficient communication between sections
Poor required books (2)
Workshop participants should be given an opportunity to
suggest topics and speakers
Not sold on T-Group methodology
Too much time wasted, no apparent goals
Main speakers generally poor
Not always
Not many wish to follow through with sensitivity approach
More could be done with audio-visual

Question 3^:

"What specific knowledge or skill did you gain that
will make you more effective on the job?"

1.

Very general
2. Growing concern for student oriented programs rather than
convenience oriented programs
3. Little (3)
Awareness
of state trends
4.
5. To realize that stress is a vital part of my position and
learning to live with it (3)
> 6 . Problem solving methods (6)
7. Learning to have greater patience
8. Selecting priorities
9. Working relationships (2)
10. Status of school finance
11. None so far (3)
12. Sharing ideas
13. New and innovative ideas (2)
14. Due process procedure
15. Variety of perceptions and methods
16. Better understanding of taxes
17. Better knowledge of myself, (Self-identity) (2)
18. Other people have similar problems
19. Personal attitude
20. Insight, I guess
21. How to answer parental questions
22. Many worthwhile ideas to apply to my job
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Question 4:

"Was each topic adequately covered?

Yes . . .
No . . .

1.
2.
3.
4.
5.

not, explain."

24
15

Sometimes ran out of time
Not really (2)
Some speakers were not well picked (2)
Some speakers ill prepared (2)
Have not reached in-depth solutions
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Initial Evaluation Data
WORKSHOP E
October 26, 1972

The following are initial findings.
A more comprehensive report
will be provided after the completion of the "workshop effectiveness
study."
There were 75 respondents to the questionnaire.

Position of Respondents:

Reason for Attending:

Administrative
Assistant
..........
Community School Dir.
College Staff ........
Supervisor ............
Advisory Council Member
TOTAL ..............

Self-motivation . . . . 35
Direction of superior
. 28
Institutional credit . . 0
Other ..............

.
.
.
.
.
.

23
28
6
6
12
75

Cost Paid By:
Employer . . . . 63
S e l f .............6
G r a n t ...........6
O t h e r ...........0
Have you attended a workshop on this topic before?
Yes . . . 40
No . . . 35
Response to Physical Items:
Very
Good

Good

Average

Poor

Very
Poor

No
Response

Living arrangements

12

46

12

0

0

6

Meeting rooms

28

28

12

6

0

0

Food

28

24

24

0

0

0

Workshop site

52

17

6

0

0

0

Travel

57

12

0

0

0

0

Time

45

24

6

0

0

0
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Ratings of individual sections of the workshop:
Format
2 3

Ob j Known
1 2 3 4

1

Recreation Programs

0

3

0

0

5

3

0

0

2

8

0

0

5

5

0

Financing Programs

0 11

2

0

8

4

1

0

0

9

4

0

0

9

4

0

4

Obj Met
Total Assess
2 3 4 1 2 3 4

1

Youth

0

4

5

3

0

8

2

1

0

0

7

4

0

0

8

2

Adult Education

0

8

3

0

0

6

4

2

3

2

7

0

0

7

3

0

Promoting Com. Ed.

0

7

3

0

0

9

1

0

0

8

2

0

0

9

1

0

Involving Community

1

6

4

0

0

7

4

0

1

6

4

0

0

7

4

0

Advisory Councils

3

4

4

1

0

6

4

1

0

5

3

4

0

6

5

1

Using Paraprofessionals

0

8

1

0

0

6

3

0

0

5

4

0

0

8

1

0

Senior Citizens

0

1

8

1

0

2

6

2

0

7

2

0

0

3

7

0

Role of Director

0

7

2

0

0

2

7

0

1

3

5

0

0

5

4

0

Over-all Rating

3 41 29

2

5 48 22

4

3 46 24

2

3 48 22

2

1-for Very High
2-for Worthwhile

3-for Some Value
4-for No Value

Reasons listed for rating 4-No Value:
1. The same jargon
2. Did not cover entire topic
3. Pertained only to the underprivileged
4. Did not relate to our school system.
Responses to general questions:
making response.
Question ^L:
1.
2.
3.
4.
5.
6.
7.
8.

Questions and number of participants

"What was especially good about the workshop?"

Interaction among groups (25)
Visitations to programs (18)
Tremendous organization (5)
Much was covered in a short time (6)
Got right down to business (3)
Key note speakers (2)
Discussion groups (9)
The guides
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Question 2:

"Were the workshop methods effective?

If not, explain."

Yes . . . 63
No . . . 12
1.
2.

Small groups were monopolized by a few individuals (5)
Discussion groups could have been more pertinent to group
needs (3)
3. Some people did not attend two "in-depth" sessions
4. "in-depth" sessions moved too slowly
5. Our guide is what made the program effective (6)
Question 3j
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.

"What specific knowledge or skill did you gain that
will make you more effective on the job?"

Many specific aspects of administering a community education
program (3)
Programs for senior citizens (12)
Some good ideas for new programs (9)
How to finance a program (5)
Observation of small group skills
Public relations with a community (8)
Methodology
How to organize recreation programs (3)
Use of human resources (2)
None (3)
How to involve youth in planning and implement programs (4)
Historical background

Question 4;

"Was each topic adequately covered?

If not, explain."

Yes . . . 52
No
. . . 23
1.
2.
3.
4.
5.

Needed to have a broaderrange of resource people (3)
Some "in-depth" sessions were very limited (5)
Moved too slowly (7)
People got off on tangents (3)
Groups got off the subject (4)
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Initial Evaluation Data
WORKSHOP F
October 4, 1972

The following are initial findings. A more comprehensive report
will be provided after the completion of the "workshop effectiveness
study."
There were 49 respondents to the questionnaire.

Position of Respondents:
School Board Member . .
Superintendent ........
Business Manager . . . .
Research ..............
Other ................
TOTAL ..............

Reason for Attending:
. 35
. 9
. 1
. 1
. 3
. 49

Self-motivation . . . . 46
Direction of superior
. 2
Institutional credit . . 0
Other ..............

Cost Paid By :
Employer . . . . 46
S e l f ............. 3
G r a n t ...........0
O t h e r ...........0
Have you attended a. workshop on this topic before?
Y e s ..........19
N o ..........29
No Response . 1
Response to Physical Items:
Very
Good

Good

Average

Poor

Very
Poor

No
Response

Meeting rooms

16

20

10

0

0

3

Food

35

10

2

0

0

2

Workshop site

25

18

3

0

0

3

9

8

2

2

0

28

17

21

6

2

0

3

Travel
Time
Comments:

Poor parking arrangements, meeting rooms too warm',
too much "down time," coffee breaks too long, and
lack of directions in locating student center.
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Ratings of individual sections of the workshop;
Ob 1 Known
1 2 3 4
Relations with
Public
Policy and
Administration

40

3

3

3 26 11

1

Format
2 3

0 40

5

2

3

2 15 22

4

Obi Met
Total As Bess
1 2 3 4 1 2 3 4

0 38

5

4

3

3 18 18

0 39

5

3

3

0

1 19 20

4

Relationship-Superintendent/staff

14 19 10

3 21 10 10

4 12 16 11

6 11 19 11

4

Over-all Rating

16 26

0 12 28

0

0

0

3

1-for Very High
2-for Worthwhile

4

7 32

5

7 33

4

3-for Some Value
4-for No Value

Reasons listed for rating 4-No Value:
1.
2.
3.
4.
5.
6.
7.
8.
9.

Skits were worthless and time wasting (2)
Less structure and more "talk time" is needed
Presentation format for "Super/staff" was poor
Ideas somewhat outdated
Little value in listening to an educator on policy and
administration.
Should have third party.
Discussion groups were non-effective due to noise and
poor leadership
Speaker was wishy-washy and ineffective (Policy-Admin.) (3)
Small groups are too large, too spread out, too noisy, and
dominated by the least knowledgeable
Did not gain insights into writing and evaluating policy

Responses to general questions:
making response.
Question 1_:
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.

Questions and number of participants

"What was especially good about the workshop?"

Communication with other board members (9)
Relationship with the public speaker (19)
The variety of methods of presentation (2)
Presentationby dramaclass (5)
The speakers and topics
(7)
To the point (4)
Motivation of participants (3)
Very friendly and business like. Kept on schedule (5)
Relationship-Super/staff speaker (3)
Well planned (3)

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

168

Question 2:

"Were workshop methods effective?

Yes . . .
No . . .
1.
2.
3.
4.
5.
6.

Need more participation (5)
Need to set goals and objectives
Speakers were not effective
Too much lecture (2)
Role playing could have been more realistic (6)
Not enough time for "questions and answers"

Question 3^:
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.

"What specific knowledge or skill did you gain that
will make you more effective on the job?"

Public relations methods (18)
Necessity for long range planning
The importance of communication with others (9)
Insight into purpose, problems and possibilities of school
board (3)
Motivation-always looking for better ways (2)
Understanding of educator's problems (2)
None (3)
Board/Superintendent/Staff relations (2)
Positive approaches to problem solving (2)
Distinction between policy and administration
All worthwhile. A person applies many things unknowingly

Question 4:

"Was each topic adequately covered?

Yes . . .
No . . .
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.

If not, explain."

36
12

If not, explain."

34
15

Relationship Supt/Staff had nothing to do with topics (3)
Some speakers did not stick to topic (2)
Question and answer periods were hindered by presence of
superintendents
Policy and Administration not covered well (5)
As usual, no mention of how a board can evaluate adminis
trators
Very little detail covered
Only one adequately covered was "relations with public"
More specifics on training new board members was needed
I left with many questions unanswered
Need a session on board members' legal rights
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Initial Evaluation Data
WORKSHOP G
October 6, 1972

The following are initial findings. A more comprehensive report
will be provided after the completion of the "workshop effectiveness
study."
There were 17 respondents to the questionnaire.

Position of Respondents:
Teacher ............
Principal ............
Director/supervisor . .
Superintendent .......
Research ............
..............
Student
TOTAL ..............

Reason for Attending:
.
.

3
2
. 6
. 2
. 2
. 2
. 17

Self-motivation . . .
Direction of superior
Institutional credit .
Other ............

8
8
0
1

Cost Paid B y :
Employer . . . . 14
S e l f .............0
G r a n t ...........0
O t h e r ...........3
Have you attended a workshop on this topic before?
Yes . . .
No . . .

4
13

Response to Physical Items:
Very
Good
Living arrangements

Good

Average

Poor

Very
Poor

No
Response
13

4

0

0

0

0

Meeting rooms

14

3

0

0

0

0

Food

13

4

0

0

0

0

Workshop site

15

1

0

0

0

1

Travel

8

2

1

0

0

6

Amount of time

6

6

4

1

0

0
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Ratings of individual sections of the workshop:
Ob i Known
1 2 3 4

l

Format
2 3

1

Performance
Objectives

1

6

0

0

6

Needs Assessment

6

7

2

0

4 10

9

4

I Obj Met
total Assess
1 2 3 4 1 2 3 4

1 10

5 10

0

1

1

0

6

7

2

0|5

6 10

0

0

9

1

0

Evaluation

4 10

2

0

5

7

3

0

1 11

3

0

3 10

2

0

Delivery System

4

6

7

0

2

7

6

1

2

6

4

4

1

7

8

0

Over-all Rating

5 11

1

0

3 12

1

0

3 11

2

0

3 12

1

0

1-for Very High
2-for Worthwhile

3-for Some Value
4-for No Value

Reasons listed for rating 4-No Value:
1„
2.
3.

More time was needed to gain skills
Did not have enough time to complete smallgroup tasks
Being a new subject areato me, I needed more time to
absorb what was being presented

Responses to general questions:
making response.
Question 1:
1.
2.
3.
4.
5.
6.
7.
8.
9.

Question
Yes
No
1.
2.
3..

Questions and number of participants

"What was especially good about the workshop?"

The congenial atmosphere
Opportunity to work in small groups (4)
Opportunity to visit with the speakers (2)
Provided an in-depth description of the accountability
model (5)
High quality speakers (4)
Well organized workshop
"Hands-on" activities
Workshop leaders took an interest in each individual
First opportunity to work with state department people.
Excellent public relations. Found out that they are
human too.
"Were workshop methods effective?

If not, explain."

. . . 14
...
3
A letter to each teacher, principal, and superintendent,
telling of this workshop was needed
More actual writing and evaluation (feedback) to produce
concrete experience in how to, and how not to
Should have been more small group time
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Question 3r
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.
16.

"What specific knowledge or skill did you gain that
will make you more effective on the job?"

An understanding of the state's thinking and the format
for writing performance objectives
I think I will be more accountable
A clear definition of the accountability model (7)
A better understanding of behavioral terms
I know now what the state wants
Need assessment models and Gantt and PERT models
Where the state fits into the picture and services they
can provide.
Knowledge of the state's program.
Process of objective writing
Better goal setting and the need for evaluation
Found out how little I knew about writing performance
obj ectives
A real desire to use the model
Writing objectives that can be evaluated
Writing state and federal proposals
Use of model to implement change
Gained an appreciation of formal statistical methods in
aiding in decision making

Question 4:

"Was each topic adequately covered?

If not, explain."

Yes . . . 10
No . . .
7
1.
2.
3.
4.
5.
6.
7.

Some of the latter discussions moved too fast
If we had more time we could have gone into more detail
Needed more time for practical work
The Thursday evening presentation lacked depth
No, but not surprising, too awesome
Delivery System discussion was not given enough time
Cognitively yes, experientially it was lacking
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Composite of Initial Findings

There were a total of 313 respondents to the questionnaire.
Position of Respondents;

Reason for Attending:

Director/Supervisor ........
37
T e a c h e r ................... 28
Business Manager ............
2
Graduate Student ............
4
Assistant Superintendent . . .
4
Counselor .
..............
4
Administrative Assistant . . .
24
P r i n c i p a l ................. 52
Assistant Principal ........
15
Board M e m b e r ............... 37
Community School
Administrator ............
22
Community School Director . . 38
Superintendent ..............
15
Assistant Director ..........
1
Department Chairman ........
1
College Staff ..............
6
Advisory Council Member
...
12
Research ....................
3
O t h e r ....................
8
T O T A L ................... 313

Self-motivation
. . .
Direction of superior
Institutional credit .
Other ..............

182
50
57
24

Cost Paid By :
Employer

181
92
11
21

Grant
Other
No Cost

Have you attended a. workshop
on this topic before?
135
177

Categorical Positions for Analysis:
Central Administrator . . . . 145
Building Administrator . . . . 105
O t h e r ......................... 63
T O T A L ...................... 313
Response to Physical Items:
Very
Good
Living Arrangements

Good

Average

Poor

Very
Poor

No
Response

70

85

20

0

0

Meeting Rooms

108

114

68

16

0

138
7

Food

128

108

59

2

0

16

Workshop Site

161

104

39

3

0

6

Travel

125

88

46

4

1

49

Time

107

140

52

7

2

5
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Composite ratings of "Over-all Rating" section:

Obj Known
1 2
3 4

60 167 72

Over-all Rating

6

1-for Very High
2-for Worthwhile

Format
2
3

4

52 170 71

9

1

1

Obj Met
2
3 4

42 175 75

1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.
16.
17.

8 38 189 67

8

3-for Some Value
4-for No Value

Summary of Responses to general, open-ended questions:
number of participants making response.
Question _1:

Total Assess
1 2
3 4

Questions and

"What was especially good about the workshop?"

Informal interaction with other participants (56)
Individual involvement (2)
Speaker (68)
Small group work (42)
Subject matter areas (32)
Group process decision making (2)
The variety af topics (1)
Good practical information (22)
Innovative ideas and techniques (4)
Nothing (6)
Relevant to needs (7)
Atmosphere (13)
Getting away from routine (1)
Greater understanding of self (3)
Organization of workshop (9)
Much covered in a short time (6)
Variety of methods used in presentation (5)

Question 2:

"Were workshop methods effective?

If not, explain."

Yes.....239
No .... 71
1.
2.
3.
4.
5.

Too much lecturing (11)
Poor speakers (19)
Needed more time in small groups to grasp concepts (6)
Small group sessions poorly organized (9)
Needed more small group work (5)

Question 3j

1.
2.
3.
4.

"What specific knowledge or skill did you gain that
will make you more effective on the job?"

Understanding of new concept (226)
Reinforcement of idea (13)
Insight into "self" (13)
Little or none (14)
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Question 4_:

"Was each topic adequately covered?

If not, explain."

Yes . . . 221
No
...
86
1.
2.
3.
4.
5.

Speaker ineffective (28)
Limited time (12)
Topic too broad (4)
No small group discussion (3)
Poor leadership in small groups (12)
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Item Category Questions

Category, Item Number, and Item:
A.

Category One:

Clarity of Objectives

(44)
(8)
(16)
(24)
(32)

I was aware of the workshop objectives from the start.
I understood the workshop objectives from the start.
Workshop objectives were adhered to by the leaders.
I feel that the workshop objectives were met.
The workshop objectives were directly related to my job
needs.
(38) I was sure of where we were going and had a definite
sense of direction.
(51) Workshop objectives were adhered to by the participants.
B.

Category Two:
(2)
(47)
(17)
(25)
(29)
(36)
(39)
(46)

C.

Delivery System of the Workshop

The methods of instruction utilized during the workshop
were conducive to learning.
An appropriate variety of teaching methods was used by
workshop leaders.
Objectives were met through various methods.
Practical experiences were provided to emphasize objectives.
Professional resources were utilized during the workshop
to provide a broader scope.
The explanations were too complex
The explanations were what I desired and needed.
The topics discussed will increase my on-the-job technical
skills.

Category Three:

Physical Facilities

(3) The facilities provided a positive learning atmosphere.
(18) The facilities used were adequate for appropriate small
group use.
(34) The facilities used can make the difference between a
good or poor workshop.
D.

Category Four:

Human Relations

(10) There was sufficient opportunity provided for interaction
among participants.
(26) The workshop helped me develop more effective leadership
skills.
(41) We were sensitive to the needs of other participants.
E.

Category Five:

Attitude Toward Experience

(45) Workshops are a valuable in-service technique.
(11) Workshops that I have attended have been a worthwhile
experience.
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(20) Meeting and interacting with other educators is a major
purpose of workshops.
Participants were earnestly at work on the task.
The atmosphere of the workshop helped productivity.

(27)
(42)
F.

Category Six:

G.

Category Seven:

Purpose of Attendance (Covered in the biographical
section of the questionnaire)
Organizational Reinforcement

(5) Superiors in my district reinforce my workshop experiences.
(13) The central administration and/or school board will
encourage change prompted by this workshop.
(21) My superiors are supportive of the workshop topics.
(33) Ifchange is to occur as a result of this workshop, it
will be my responsibility.
(44) The district where I am employed is open to change.
H.

Category Eight:

Exposure and Timing

(6) The length of the workshop was about right for the topic.
(14) It would be more valuable to space a workshop's learning
experiences over a longer period of time.
(22) Follow-up sessions should be given to provide reinforcement.
(30) Workshops presented during the early part of the school
year are most effective.
I.

Category Nine:
(7)
(15)
(12)
(19)
(23)
(28)
(31)
(35)
(37)
(40)
(43)
(50)
(4)

Motivation for Change

I feel that the workshop experience will be beneficial to
my job performance.
I intend to make changes in light of new information.
I was involved in the planning of the workshop.
A person becomes less effective when he is not willing
to make changes.
People want to make changes in order to improve their
profession.
I am convinced by the workshop discussions that change
is needed.
I intend to implement the models and/or techniques pre
sented at the workshop.
If my superiors had attended this workshop, there would
be more likelihood of change.
I have already made plans to implement the concepts of
the workshop.
I gained specific knowledge and/or skills that will make
me more effective in my job performance.
The workshop topics were pertinent to my job description.
As a result of attending this workshop my effectiveness
will increase.
The workshop gave me new and valuable insights into
management.
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(9) I encourage the use of systematic procedures.
(48) I typically take new ideas and put them into practice.
(1) The techniques learned at the workshop will improve my
job behavior.
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